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‘ADVERSE ACTIONS 





8-1 S/1 
Roberts, Dianne C, 


The right to an open administrative hearing. Boston University law review, vol. 53, 
no. 4, July 1973, pp. 899-923. 

Recounts the actions by A. Ernest Fitzgerald leading up to and including his 
hearing before the U.S. Civil Service Commission on adverse actions taken against 
him by the U.S. Air Force. Discusses the implications of the District Court's 
ruling that Fitzgerald's hearing had to’ be open to the public and press. 


APPLICATIONS FOR POSITIONS 





8-2 
Gootnick, David E. 


Resumes that communicate, Journal of college placement, vol. 34, no. 4, Summer 1974 
pp. 51-54. 

Advice on preparing "persuasive and individualized" resumes. Outlines the basic 
elements of a resume and the techniques to be used in preparing one. 


AWARDS 
8-3 1e613.4 -Un58i 
U.S. General Accounting Office. 


Improving the effectiveness of the government employees' Incentive Awards Program; 
U.S. Civil Service Commission; report to the Congress by the Comptroller General 
of the United States. Washington, 1973. 39 pp. (B- 166802) 
GAO reviewed ten departments and agencies representing a cross section of the 
Federal government; the U.S. Civil Service Commission headquarters, and its Atlanta, 
New York, and San Francisco officers. Project was to determine whether cash performance 
awards and cash suggestion awards have been effective in encourageing empioyees to 
help improve government operations. 


CAREER MOBILITY 





Bed 1e438 - L6M36a 
Maryland. University. School of Library and Information Services. 


Alternative educational patterns for career opportunities: final report. Education, 
job roles, and upward mobility: an investigation of opportunities at the pre-and 
para-professional level in government libraries in the Washington, D. C. area. 
College Park, 1973. 132 pp. 
Report focuses on education and manpower needs at the pre-professional level in 
Federal libraries in the D.C. area. Model job descriptions and bibliography included. 
Margaret E. Chisholm, Project director. . 


CHANGE , ORGANIZATIONAL 








8-5 
Cowen, Sandra and Geary A. Rummler. 


The management of change: preparing for automation. Training and development 
journal, vol. 28, no. 5, May 1974, pp. 42047. 
Suggests that people systems can be analyzed and prepared for change in the same 
way as machine systems. Describes a model human pertormance system d lists steps 
to take in analyzing change. aa ‘ . 


National Training and Development Service. 1d72 -N21f 


First tango in Boston; a seminar on organization change and development. Washington, 
1973. 387 pp. 


Fifteen case studies from cities, states, and one county on how these governments 
have changed their organizational processes to better meet the needs of the people. 


Presented at the first Conference on Organizational Change in the Public Sector, Boston, 


September 21-22, 1973. 
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CHANGE, ORGANIZATIONAL (Cont'd) 





8-7 
True, Herb. 
Hurdling the barriers to change. Manage, vol. 26, no. 3, May-June 1974, pp. 18-19. 
Discusses why. people resist change, and when change is more likely to be accepted. 


CIVIL SERVICE 

8-8 

Clark, R. Theodore, Jr. 
Public employees and the Fair Labor Standards Act. Personnel Letter (International 
Personnel Management Association), no. 265, July 1974, pp. 5-8. 

Author discusses the 1974 amendments to the Fair Labor Standards Act which bring 
within the Act's coverage many public employees. He explains specific provisions of 
the law including: white collar exemption, special overtime requirements, compensatory 
time off. 





8-9 1c203 -Un35a 

U.S. Civil Service Commission. 
Annual statistical report; state and local personnel systems. Prepared by Bureau of 
Intergovernmental Personnel Program, Office of Merit Systems. Washington, 1974, 
19 pp. 

"This report covers: (1) State and local merit systems; and (2) State and local 

agencies administering grant-in-aid programs to which the Federal Merit System 
Standards are applicable ...." The report reflects activities for fiscal year 1973. 


8-10 1c204 -Un58p 

U.S. General Accounting Office. 
Public employment programs in selected rural and urban areas; Department of Labor; 
report to the Subcommittee on Employment, Poverty, and Migratory Labor, Committee on 
Labor and Public Welfare, United States Senate. Washington, 1973. 47 pp. 
(B- 163922) 

A report on "public employment programs administered by cities and counties 
serving as program agents in selected rural and urban areas under the Emergency 
Employment Act of 1971 (E2A)."" GAO evaluated program impact in two large cities and 
eight rural areas, seeking to determine if program agents “could successfully operate 
a program limited to specific target areas in their localities." 


8-11 1¢204 - Un58pu 
U.S. General Accounting Office. 
Public service benefits from jobs under the Emergency Employment Act of 1971; 
Department of Labor: report to the Subcommittee on Employment, Manpower, and 
Poverty, Committee on Labor and Public Welfare, United States Senate. Washington, 
1973. 16 pp. (B- 163922) 
Study investigated jobs created under the Emergency Employment Act of 1971 to 
discover if they genuinely assisted communities in meeting public service needs. i 
Findings show the public service benefit goal of the Act was being met, 


CIVIL SERVICE, FEDERAL 


8-12 
Andronicos, Bill. 
FSEE yields to a better PACE. Federal times, vol. 10, no. 17, July 3, 1974, p. 7. 
In October 1974, the Professional and Administrative Career Examination (PACE) 
will replace the Federal Service Entrance Examination (FSEE) os the 
principal means of entry into Federal civil service employment for college graduates. 
Article points out some of the changes. 





8-13 1c26.1 -Un35ces 1974 
U.S. Civil Service Commission. 
CSC organization. Prepared by Bureau of Management Services. Washington, 1974, 
32 pp. (OMAA-5) 
Includes description of each bureau and staff office, an overall organization 
chart, and one for each of the bureaus. 














CIVIL SERVICE, FOREIGN 
8-14 1c166 -G79Ay4s 
Aylmer, G. E. 
The state's servants; the civil service of the English Republic, 1649-1660. Boston, 
Routledge & K. Paul, 1973. 484 pp. 





8-15 

Rupperecht, Erhardt 0., Jr. 
How big is government? Finance and development, vol. 11, no. 1, March 1974, 
pp. 29-33. 

Comparative analysis of ten countries on the number of public sector employees, 
the percentage of the labor force they constitute, the ratio between taxes and and 
national product and the ratio of government employees to the total labor force. 
Included are U.S., Great Britain, Canada, and seven Latin American countries. 


S/I 


COMMUNICATION TECHNIQUES 





8-16 S/I 
Haneberg, Ronald L. Z 
Communication of employee benefits. Trusts & estates, vol. 112, no. 6, June 1973, 


pp. 442-445. 

Examines legal requirements and those spelled out by the U.S. Department of Labor 
on what information companies must communicate regarding employee benefits. “Correct 
methods" of communication are outlined for the latge and small employer. 


8-17 1e425 -P63H95c 
Huseman, Richard C., ed. 
Communication in conflict; a communication training handbook for law enforcement 
officers. Athens, University of Georgia, 1972. 138 pp. 

A training program developed for law enforcement personnel. Includes lectures on 
the communication process, nonverbal communication, and effective listening. Contains 
bibliography of materials pertaining to law enforcement with emphasis on communication. 

Performing organization: University of Georgia. 

8-18 S/I 
Nemec, Richard. 
Internal communications--a scary science, Public relations journal, vol. 24, no. 12, 
December 1973, pp. 6-8, 27-28. 
Reports on trends in business toward opening communications between the executive 
staff and the rank and file. Programs at Western Electric, Bank of America, Du’en., 
and National Cash Register are discussed. 


8-19 
Peterfreund, Stanley. 
Employee publications: deadly but not dead yet. Public relations journal, vol. 30, 
no. 1, January 1974, pp. 20-23. 
Author feels emphasis is often wrongly placed on the techniques involved in company 
publications, when it should be on meaningful content about the company. 
what an editor's job should entail. 


S/I 


Outlines 


CREATIVE THINKING 
8-20 
Creative decision making. Forum, Fall-Winter 1973, entire issue. 
Issue links decision making with creative thinking, examines what they are, and 
how they are related. Partial contents: Idea-generating strategies, by Amarjit 


Chopra; Creativity and the creative process, by Eugene L. Gaier and Marie Dellas: 
The anatomy of a problem, by Edward deBono. 





S/I 











CREATIVE THINKING (Cont'd) 





8-21 
Graham, William K. and Peter C. Dillon. 

Creative Supergroups: group performance as a function of individual performance on 
brainstorming tasks, Journal of social psychology, vol. 93, June 1974, pp. 101-105. 
"This study investigates the reliability of individual brainstorming performance 
and the relative productivity of groups comprised of high ('supergroups') versus low 
individual performers." Concludes that group performance improves when members selected 

are those who are also productive when thinking out problems individually. 





DISADVANTAGED 
8-22 Tel52 ~B56t 
Black, James M, 
Training and supervising the hard core. Swarthmore, Pa., Assignments in Management, 


i973. 51. pp. 

Profile of the disadvantaged worker, with hints on how to interview properly and 
how to handle grievances and discipline. Also discusses the law and minority job 
rights, women's employment, and age discrimination. 


8-23 1e418 -M31m 
Mangum, Garth L. and R. Thayne Robson, eds. 
Metropolitan impact of manpower programs: a fourecity comparison. Salt Lake City. : 


Utah, Olympus, 1973. 304 pp. 

"Case studies from Boston, Denver and San Francisco-Oakland Bay are used to 
evaluate the total impact of manpower programs on enrollees, the labor market, the 
economy and on institutions. The authors find that despite the unfavorable economic 
climate, instructional training programs had a generally positive effect." 


8-24 
Shlensky, Bert C. 
Employing the ex-offender: ... 
Board record, vol. 11, no. 7, July 1974, pp. 21-25. 
Author emphasizes the importance of employment in the rehabilitation of ex-offenders 
He urges employees to hire ex-offenders and to set up 


to break the I'm-penitentiary-bound syndrome. Conference 


and reduction of recidivism. 
programs for placement, training and general rehabilitation. 


EMPLOYEES COMPENSATION ; 

8-25 1e564 -Un58n 

U.S. General Accounting Office. 
Need for a faster way to pay compensation claims to disabled Federal employees; De- 
partment of Labor; report to the Congress by the Comptroller General of the United 
States. Washington, 1973. 17 pp. (B-157593) 





EQUAL OPPORTUNITY IN EMPLOYMENT 

8-26 

Brimmer, Andrew F. 
Widening horizons: prospects for black employment. Labor law journal, vol. 25, 
no. 6, June 1974, pp. 323-333. 

Analysis of recent changes in geographical 

employment opportunities in the public sector and the outlook for employment in selected 
occupations. 





patterns of black employment. Discusses 


8-27 Ie152 - B89 j 
Bureau of Business Practice. 
Job discrimination handbook. Waterford, Conn., 1974. 42 pp. 
Explains the meaning for employers of legislation such as the Civil Rights Act of 
1964, the Equal Pay Act of 1963 and the Age Discrimination in Employment Act of 
1967. Offers guidelines on employment testing and affirmative action programs. 








EQUAL OPPORTUNITY IN EMPLOYMENT (Cont'd) 





8-28 Tel52 -C35e 1973 
Champagne, Joseph E. and Jane H. Lerner. 
Equal opportunity under Federal and state laws. 2d ed. Houston, University of Houston, 


Center for Human Resources, 1973. 46 pp. 


A guide to orders and laws prohibiting discrimination in employment on the Federal 
and state levels. 


8-29 
Ebbs, George H. and Bert C. Shlensky. 


Want to cut crime costs? Hire the ex-offender. Personnel administrator, vol. 19, 
no. 2, March-April 1974, pp. 15-19. 

Discusses why it is in the best interest of employers to hire exeoffenders. 
Examines the needs of ex-offenders and the needs of the emplover in hirine and 
retaining them. An employment program which features effective training and support- 
ive services such as counseling is necessary. 


8-30 

Golden, H. Bruce. 
Sex descrimination and hair-length requirements under title VII of the Civil Rights 
Act of 1964--the long and short of it. Labor law journal, vol. 25, no. 6, June 1974, 
pp. 336-351. 

"The right of an employer to establish dress and appearance standards for its 
employees has, since passage of title VII of the Civil Rights Act of 1964, been 
challenged with increasing frequency as a discriminatory employment practice based 
upon sex." The author investigates the bearing that several cases can have on current 
discrimination cases, especially those concerning hair length. 

8-31 S/1 

Pope, W. Nicholas. 
Practicing equal employment opportunity law on behalf of an employer: an overview. 
Kentucky law journal, vol. 61, no. 4, 1972-73, pp. 879-899, 

Advises that an attorney involved in equal employment opportunity law "should 
have access to corporate management in order to assess its personnel programs, from 
job vacancy advertisements and application forms to criteria and methods involved in 
promotion or terminatodn of the employee. Since a discriminatory act may occur at any 
state of the relationship between applicant/employee and employer, the attorney must 
satisfy himself as to the legality of the relationship." 

Appendix contains a pro forma conciliation agreement. 


8-32 S/C 
Shepherd, William G, and Sharon G, Levin. 
Managerial discrimination in large firms. Review of economics and statistics, 


November 1973, pp. 412-422. 

"In this paper we test whether the industrial structure and performance of large 
firms have in fact been related to their employment of blacks and women. The analysis 
covers about 200 of the largest United States industrial enterprises, using employment 
data for 1966 and 1970. The focus is on white-collar employment patterns." 

8-33 
Tharp, Mike. 
Last minority? With little fanfare, more firms accept homosexual employes. Wall 
Stree, journal, vol. 183, no. 127, July 1, 1974, pp. 1, 15. 
Employer attitudes toward hiring and promoting homosexuals appear to be changing, 
particularly in large urban areas. Factors contributine to this trend are discussed. 


6-34 Iel152.5  .Un495e 1973 
U.S. Federal Executive Board. Pittsburgh. 
Equal employment opportunity statistical report for calendar year 1973. Pittsburgh, 
1973. 165 pp. 
Statistics for Federal agencies, covering wage grade, general schedule and postal 
field service employees. New feature is a statistical breakdown by salary range 
in addition to grade level. 








— 





EXECUTIVES 


8-35 
Cuddihy, Basil R. 
How to give phased-out managers a new start. Harvard business review, vol. 52, 


no. 4, July-August 1974, pp. 61-69. 

Tells of a successful new approach at Aluminum Company of Canada, Ltd. for 
helping managerial employees find new jobs and understand why they had become ex- 
pendable. A new performance appraisal system was a secondary outegrowth of their 
techniques. 
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EXECUTIVES-- ABILITIES AND CHARACTERISTICS 


8-36 
Arnold, John D. 
The chin-down manager. Fortune, vol. 90, no. 1, July, 1974, pp. 98-99. 


"A chin-down manager has his chin so buried in today's emergencies that he does 
not have time to raise his head to look around." Managers who operate from this 
posture can only respond to individual crises and never are able to step back for 
a picture of the integrated whole. Lists ten questions for managers to ask themselves 
to determine their managing posture. 


8-37 M-Film 
Dittrich, John E,. 
Managerial settings, behaviors, and organizational performance in three professional = 
services fields. Ann Arbor, Mich., University Microfilms, 1974. 85 pp. 
"This research study is an examination of manager behavior and the results of that = 
behavior in two settings. Managerial setting is a complex of relationships between 
individuals, their formal organization and their task. Two settings were identified 
which had different tasks, participants, and formal organizational relationships, 
yet were routinely and regularly managed by the same individual. These settings were 
described as ‘administrative' and 'professional' and seemed most clearly distinct in 
professional services organizations." 
Doctoral dissertation, University of Washington, 1973. Abstracted in Dissertation 
Abstracts International, vol. 34, no. 7, January 1974, pp. 3624-A-2425-A, 
8-38 
Leider, Richard J. 
Why a second career? Personnel administrator, vol. 19, no. 2, March-April 1974, 
pp. 40-45. 
“An important second career trend appears to come from executives who simply feel 
stale and in need of personal change or 'self transformation.'" Discusses the mid- 
career crisis and several studies which have been done on changing careers and changing 
values. 





EXEC UTIVES- - EVALUATION 





1e398.4 .B89m 


8-39 
Bureau of National Affairs, Inc. \ 
Management performance appraisal programs. Washington, 1974. 46 pp. (Personnel 


policies forum survey no. 104) . 
Results of this survey of 139 business and government organizations revealed that 

nine out of ten of the companies have management performance appraisal programs but 

few are considered effective. 
Pamphlet includes forms and instructions for performance reviews. 


8-40 
Orpen, Christopher. 
The effect of expectations on managerial job performance: a four-year longitudinal 
study with South African business managers. Journal of social psychology, vol. 93, 
June 1974, pp. 135-136. 
Research note of a study in which the hypothesis was that "managers assigned to 
challenging jobs will perform better than managers assigned to nonchallenging jobs, 


given that assignment to a challenging job is an indicator of high company expectation." 


















































EXECUTIVES*-HEALTH AND MEDICAL CARF 





8-41 
Benson, Herbert. € 
Your innate asset for combating stress. Harvard business review, vol. 52, no. 4, J 


July-August 1974, pp. 49-60. 

An approach the author calls "relaxation response" is offered as a way of alleviating 
executive stress and the illnesses that often follow. It requires daily periods of 
quiet meditation. 


EXECUTIVES--PAY AND FRINGE BENEFITS 





8-42 S/I1 
Foote, George H. 
Profit rise boosts top executive pay. McKinsey quarterly, Autumn 1973, pp. 40-46. 
Findings of the 19th annual McKinsey top executive compensation survey indicate 
"executive bonuses, fortified by a year of near-record profit increases, helped to 


raise top executive compensation by nearly 8 percent in 1972...." Five-hundred-ninety- 
five large companies were included in the survey. 

8-43 

McConkey, Dale D. 
The "jackass effect" in management compensation. Business horizons, vol. 17, no. 3, 


June 1974, pp. 81-91. 

"The jackass effect is present in any compensation plan when the plan is not formu- 
lated and administered in a manner which preserves and furthers the only two objectives 
of meaningful compensation. These objectives are, first, to promote and attain equity 
and, second, to motivate for better performance." 

The author discusses the jackass effect in practice and ways of overcoming it 
by tying compensation to performance. 

8-44 

Meisner, Dwayne. 
Management compensation: rising slower than the cost of living. Administrative 
management, vol. 35, no. 6, Summer 1974, pp. 22-25. 

Results of a survey of the salaries and benefits of Administrative Management 
subscribers show that more managers are getting a bonus but that the average bonus is 
smaller, women are gaining fuller equality, and managers are younger and better ed- 
ucated than previously. 

8-45 
Ramsey, Gordon P. 


Executive compensation. Taxes, vol. 51, no. 12, December 1973, pp. 715-723. | 
Identifies the principles of executive compensation. Discusses specific compensation 
devices such as salary, incentive pay, performance shares, stock options, phantom stock 


appreciation plans, "smorgasbord" plans, supplementary medical plans, and financial 
and "split dollar" coverage. 








S/I 


8-46 
Sasser, W. Earl and Samuel H. Pettway. 
Case of big Mac's pay plans. Harvard business review, vol. 52, no. 4, July-August 


1974, pp. 30-32, 36, 40+. 

"This case discussion first outlines the various compensation schemes which McDonald's 
has tried since 1963. Then four experts on either the setvice industry in general or 
compensation in particular offer their views, which are followed by a summary in which 
the authors outline a consensus compensation scheme. Finally, they add a note on the 
new pay plan utimately selected by McDonald's after long experimentation." 


8-47 
Wilkins, Jaffray. 
Senior salary levels in government, Canadian business review, vol. 1, no. 2, Spring 


1974, pp. 41-44, 
Salary and benefit levels at the senior level in Canadian government are discussed. 


Author feels that present salary levels and the general trend will help attract and 
hold competent people. 





vw 








EXECUTIVES«-SELECTION 





8-48 M-Film 
Joubert, Frederick R. 
A formal decision model for staffing executive positions. Ann Arbor, Mich., 
University Microfilms, 1973. 403 pp. 
"The methodological approach adopted /in this study/: involves the design of an 
"idealized model' for selecting and promoting executive personnel. The model is 
used subsequently to evaluate the current decision-making system for staffing 
executive positions in public agencies of Venezuela. Potential areas where actual 
decision-making and operational practices can be improved are identified. The extent 
to which the idealized model can be operationalized is judged on the basis of the more 
significant variables that explain why decision-makers may either reject or accept a 
change proposal." 
Doctoral dissertation, University of Pittsburgh, 1973. Abstracted in Dissertation 
Abstracts International, vol. 34, no. 6, December 1973, p. 3515-A. 





EXECUTIVES --TRAINING 





8-49 
Berger, Mike. 
The management obsolescence inventory. Training and development journal, vol. 28, 


no. 6, June 1974, pp. 38-39. 
A self-development checklist for the executive to use to gauge his obsolescence. 


8-50 
Copeland, Norman A. 
Technical education; careers in industry. Vital speeches of the day, vol. 40, no. 17, 


July 1, 1974, pp. 571-574. 

A senior vice-president from duPont comments on the utility of a background in 
science or engineering as preparation for positions in top management. He finds it 
a good beginning but emphasizes the importance of individual initiative as a followeup. 


8-51 

Dubin, S. S., M. Mezack and R. Neidig. 
Improving the evaluation of management development programs. 
ment journal, vol. 28, no. 6, June 1974, pp. 42-46. 

Reviews management development studies published in the last threee years to see 
if there is a trend toward greater use of evaluation procedures, suggests ways to 
undertake evaluation in less than optimum conditions and offers a design system for 
the development and evaluation of management programs. 


Training and develop- 


8-52 
Fink, Maximilian. 
Uneasiness over management development. Journal of European training (Gt. Brit.), 
vol. 3, no. 1, 1974, pp. 49-52. 
Suggests that management development is often impeded by the organization's i 
structure and by the inability of the staff to put their learning to practical use. 
Offers a possible strategy to deal with these problems. 


8-53 
The frantic competition for black MBAs. Business week, no. 2338, July 6, 1974, pp. 58-59, 62. 
Discusses several approaches designed to aid businesses, business schools, and 
minorities in coordinating their recruiting, financial, and educational needs. 


8-54 Idl122 .Aclp 1973 
Gannon, Martin. 
Attitudes of government executives toward management training. In Academy of 
Management proceedings; thirtv-third annual meeting, Boston, Mass., August 19-22, 
1973, n.p., 1974, pp. 221-225. 

Survey of 1666 government executives to measure their attitudes toward management 
training. Results show 36% felt management training was very beneficial, 50% beneficial, 
and 14% not too beneficial. Training by professional organizations was rated as 
more effective than other choices by 29%; the next highest figure was 20% for interagency 
training. 














EXECUTIVES--TRAINING (Cont'd) 
8-55 
Harmon, Shirley J. 
Management training and development: an interim project approach. Training and 


development journal, vol. 28, no. 6, June 1974, pp. 16-18. 

Describes a training system used at the Division of Health Administration of the 
University of Colorado Medical School that includes an initial workship, a project, 
and a followeup project analysis and report workshop. This approach aims at a managee- 
ment development program that combines classroom and jobebased learning. 


8-56 
McLennan, Roy. 
The case method and management education. Journal of European training (Gt. Brit.), 
vol. 3, no. 1, 1974, pp. 53-61. 
Discusses criticism of the case method in management training. Author contends 
that “the potentiality of cases as a mode of operationalising knowledge is profound." 
Feels that it deserves wider application in Britain and Europe. 


8-57 1e424 -M28m 
Mailick, Sidney, ed. 
The making of the manager: a world view. Garden City, N.Y., Anchor Press, 1974. 
481 pp. 
Considers new techniques for training managers in the United States, Britain, and 
Western Europe. Management development methods in the Eastern bloc and in developing 
countries are also discussed. 


A research project of the United Nations Institute for Training and Research, 


8-58 S/I 
Newman, Charles L. and Barbara R. Price. 
Police executive development: an educational program at the Pennsylvania State 
University. Police chief, April 1974, pp. 74-77. 
Gives background of the Pennsylvania Police Executive Program (POLEX), and 
describes what is offered in the way of executive level training in this program at 
Pennsylvania State University. : 


8-59 1e424.5 -P93e 1973 
Princeton University. Woodrow Wilson School of Public and International Affairs. 
Educational program for Federal officials at mid-career. /Princeton, N.J./, 
1973. 39 pp. 
Brochure explains the nature and purpose of the program and details the qualifi- 
cations and selection of nominees. It lists faculty and courses. 


8-60 
Quigley, William S. and Ronald J. Stupak. 
An experiment in managerial creativity. Training and development journal, vol. 28, 
no. 6, June 1974, pp. 22-26. 
Describes the U.S. Civil Service Commission's Federal Executive Institute--its 
purposes and its approaches to executive education. points out that FEI seeks to pro- 
mote creativity and innovation in government decision-making. 


8-61 
Schriesheim, Janet F. and Chester A.. Schriesheim. 
The effectiveness of business games in management training. Training and development 


journal, vol. 28, no. 5, May 1974, pp. 14-17. 
Recent studies show business games may be used ",.. by as much as forty percent of 
industry and are generally felt to be effective in management training." Authors’ 
research leads them to conclude that "... the benefits of business gaming have become 
accepted without sufficient scientific support." 

















EXECUTIVES--TRAINING (Cont'd) 





8-62 
Sterner, Frank M, 
The effective management development facilitator. Training and development journal, 
vol. 28, no. 6, June 1974, pp. 811. 
A list of 26 characteristics, techniques and approaches of successful management 
development professionals. The factors are also seen as an evaluation checklist. 


8-63 
Stiefel, Rolf Th. 
Learning transfer strategies in management training. Journal of European training 
(Gt. Brit.), vol. 3, no. 1, 1974, pp. 13-27. 
Author feels too many training courses fail because executives do not learn 
applicable outcomes. For courses to be successful the transfer of learning must also 
be taught. Gives guidelines on how this can be brought about. 


8-64 
Weiss, Herman L. 
Why business and government exchange executives. Harvard business review, vol. 52, 
no. 4, July-August 1974, pp. 124-140. 
Five executives discuss benefits and difficulties in the program sponsored by the 
President's Commission on Personnel Interchange. They conclude that it is generally 


Successful. 


8-65 
Zeira, Yoram. 
Organisational change through management development. Journal of European training 
(Gt. Brit.), vol. 3, no. 1, 1974, pp. 39-48. 
Five cases are used to show the problems of implementing the system approach to 
organizational change through management development. 


8-66 
Zeira, Yoram. 
Training the top management team for planned change. Training and development journal, 
vol. 28, no. 6, June 1974, pp. 30-36. 
Describes a management training program aimed at preparing the company's managers 
for planned change. A systems approach was used for the course which required 320 
classroom hours. Includes implications of the program for organization development. 


FREEDOM OF INFORMATION 

8-67 S/I 

A survey on government and the freedom of information. Loyola law review, vol. 20, no. 1, 
1973-1974, pp. 1-152. 

Contents: Historic confrontation between government and press, alive and well 

thanks to Watergate, by Turner Catledge; Controlling executive privilege, by Sam J. 
Ervin, Jr.; Executive privilege ... growth of power over a declining Congress, by Luis i 
Kutner; Freedom of information, by Elliot L. Richardson; The guarantee clause: a 
proposal for an electoral commission, by M. Shael Herman; Broadcaster's discretion--a 
privilege over free speech, by Thomas F. Angstadt; Perspective: Advocacy, activist 
journalism and the law, by Rex M. Barbas; The journalist's perogative of non-disclosure: 
fact or fantasy? by John J. Brennan III; New York Times Co. v. United States: con- 
frontation between free press and presidential power, by Maurine A. Carroll; Free 
press--fair trial: A constitutional dichotomy, by Richard K. Leefe. 





FRINGE BENEFITS 





8-68 
Arber, George R. 


Trends in fringe benefits. Candian business review, vol. 1, no. 2, Spring 1974, 
pp. 26-28, 


Current trends in pension plans and group insurance and future trends in fringe 
benefits in general are considered. 











FRINGE BENEFITS (Cont'd) 





8-69 1e537 -L57n 
Levin, Noel A. 
Negotiating fringe benefits; an AMA management briefing. New York, Amacom, 1973. 
39 pp. 

Considers the following in discussing collective bargaining contracts today: 
Pensions; Severance pay and supplemental unemployment benefits; Health, hospital, and 
life insurance; Holidays; Vacations; Jury duty; Sick leave; Bereavement pay; Paid time 
off at work site. 


8-70 

Moore, R. O. 
Fringe benefits and perquisites. Canadian business review, vol. 1, no. 2, Spring 1974, 
pp. 29=32. 

Author divides supplemental salary plans into two categories: the first covers 
current payout plans with short term consideration; the second covers capital accumu- 
lation plans which are long term by nature. He discusses current trends in the use of 
fringe benefits and their effects as motivators. 


GROUP RELATIONS 





8-71 
Tech. Rpts. AD- - 
Hackman, J. Richard. , er 
Group influences on individuals in organizations. Springfield, Va., National Technical 
Information Service, 1973. 211 pp. (Technical report no. 1) 


"The effects of groups on individuals in organizations are reviewed. Special 
attention is given to (a) ways groups affect individual behavior directly by in- 
fluencing the informational and the effective states of group members, and (b) 
direct group influences on individual behavior through the development and enforce- 
ment of group norms. Implications of these processes are drawn for (a) individual 
work effectiveness on various types of tasks or jobs, and (b) the health and effective- 
ness of the group as a whole." 

Performing organization: Yale University, Department of Administrative Sciences. 
Prepared for U.S, Office of Naval Research. 

For the published version of this report, see Hackman, J. R. "Group influences on 


individuals." In M. D. Dunnette Ced.), Handbook of Industrial and Organizational 


Psychlogy. Chicago: Rand-McNally, in press. 
HAND ILCAPPED 
8-72 Ie361 .C84n 


Craig, William N. and James L. Collins., eds. 
New vistas for competitive employment of deaf persons. Silver Spring, Md., Professional 
Rehabilitation Worker's with the Adult Deaf, 1970. 110 pp. (Journal of rehabilitation 
of the deaf, monograph no. 2, 1970) 
Employment practices and trends in employing the deaf. Considers placement, job 
development, assessment, interviewing, and the effect of technological changes. 


8-73 S/I 

Jackson, Dorothy G, 
More jobs for the deaf. Sociai and rehabilitation record, vol. 1, no. 3, March 
1974, pp. 6-10. 

“Many specialists in deafness consider underemployment the major occupational 
problem of deaf adults, since they frequently are placed in deadend jobs." Discusses 
some misconceptions employers are likely to have about the deaf, and recommends an 
information program specifically designed to help them. 

8-74 
Morton, Margaret. 
Employing blind transcriptionists: It can be profitable. Management world, vol. 3, 
no. 6, June 1974, pp. 21-22. 
Deals with common misconceptions about the helplessness of blind persons. Offers 
suggestions on orientation and in-service training of blind employees, with emphasis 
on the duties of a transcriptionist. 
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HANDICAPPED (Cont'd) 
8-75 


Spain, Jayne B, 
Equal employment opportunity for the handicapped. Civil service journal, vol. 14, 
no. 4, April-June 1974, pp. 1-4. 
Address given by U.S. Civil Service Commission Vice Chairman Spain on April 4, 
1974, at the sixth annual awards ceremony honoring the ten outstanding handicapped 
Federal employees of 1973. Describes two key elements of the Rehabilitation Act 
of 1973, and the role of the U.S, Civil Service Commission in developing techniques 
that aid the handicapped. 
Followed by an article by Edward Staples, "Disabled but able," giving brief profiles 
of the award winners (pp. 5-8). 


HEALTH, EMPLOYEE 


8-76 
Rehn, Harvey. 
More than aspirin and band-aids. Civil service journal, vol. 14, no. 4, April-June 
1974, pp. 16-19. 
Summarizes the role of the U.S. Civil Service Commission in occupational health, 
and the responsibilities of GSA, the Public Health Service and the Department of 
Labor. Also discusses the link between occupational health and safety. 





8-77 S/C 

Stoudenmire, John A, ~~ 
Mental health education for supervisors. Mental hygiene, vol. 56, no. 2, 1972, 
pp. 52-56. 


Discusses a six-session seminar for 13 supervisors in a garment factory to help 
them dea] with the personal problems of those they supervise. It was developed by 
mental health experts. 


HEALTH, MANPOWER 





8-78 
Lublin, Joann S, 
Filling the gap: '‘supernurses' provide care for thousands, helping doctors cope. 


Wall Stree+ journal, vol. 184, no. 3, July 3, 1974, pp. 1, 19. 

Looks at the trend toward increased utilization of nurse practitioners who perform 
some of the tasks normally done by physicians. Questions have arisen concerning the 
length and type of training a nurse practitioner should receive, the independence of 
those practioners who have set up their own practice, and the legal status of the pro- 
fession. 


HOURS OF WORK 


8-79 S/1 
Brown, Paul. 
"Cycle scheduling" for eight-and ten-hour days. Police chief, April 1974, pp. 3841. 
Examples of cycle scheduling used by police departments. 





8-80 
Levesque, J. R. 
Greater flexibility in working life--the altered work week. Canadian business review, 
vol. 1, no. 2, Spring 1974, pp. 16-19. 
The concepts of the altered work week, the compressed work week, and the flexible 
work week are discussed. Two Canadian examples are presented. The impact of the 
changes on the organization and society are considered. 
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HUMAN RELATIONS 





8-81 { 
Alexander, Joe. | 
Life script awareness in career development. Training and development journal, 


vol. 28, no. 5, May 1974, pp. 30-34. 
Presents a brief explanation of "life script" as used in transactional analysis. 
Reviews recent books in the area and discusses using lite script in career counseling. 
8-82 1e425.9 P47i 
Pfeiffer, J. William, and Richard Heslin. 
Instrumentation in human relations training; a guide to 75 instruments with wide 
application to the behavioral sciences. Iowa City, Iowa, University Associates, 
1973. 306 pp. 
Designed as a reference handbook for human relations trainers and group facilitators. 
Presents selective descriptions of instruments and how they are properly used. 


8-83 
Pryor, Fred H. 
Are you OK? ... at understanding and predicting human behavior. The Secretary, vol. 34, 
no. 6, June-July 1974, pp. 8, 10, 12+. 
An explanation of the use of transactional analysis (TA) in analyzin 
and improving human relations. 


g human behavior 


‘ INDUSTRI AL RELATIONS 





8-84 1d213.9  .C73i 1972 
Committee of University Industrial Relations Librarians. 
Industrial relations theses and dissertations, 1972; accepted at 26 universities, 
Ottawa, Canada Department of Labour, 1974. 59 pp. 
Theses accepted at 26 Canadian and U.S. schools. Not annotated. Includes 
entries on topics such as organizational change, unions, collective bargaining, 
manpower forecasting, recruitment, employment of women, etc. 





INSURANCE, HEALTH 
8-85 
Hendry, A. 
Report on operations of the Public Service Disability Insurance Plan. Journal of 
the Professional Institute (Canada), vol. 53, no. 4, June 1974, pp. 11-14, | 
Describes the operation of the Public Service Disability Insurance Plan of Canada, 
discusses how it is reviewed by staff association representatives, and how the 
financial statistics are tabulated. 


8-86 1e569 -L41b 
Law, Sylvia A. 
Blue Cross; what went wron.? New Haven, Conn., Yale University Press, 1974. 246 pp. 
Author analyzes Blue Cross reimbursement and various trouble spots. “Her research 


leads her to the view that BC, with its serious failings, should not be used as a 
model for any national health insurance plan." Pages 50-58 discuss Blue Cross and 
Federal employees benefits. 


INTERGOVERNMENTAL RELATIONS.-PERSONNEL ASPECTS 

8-87 

U.S. Civil Service Commission. Ie11.5 .Un35L } 
Locating Federal talent for temporary assignments under the Intergovernmental 
Personnel Act of 1970. Prepared by Bureau of Intergovernmental Personnel Programs, 
Office of Technical Assistance. Washington, U.S. Govt. Print. Off., 1974. 24 pp. 


(BIPP 152-39) ; 
"This resource booklet has been compiled to assist State and local governments 


and educational institutions in arranging mobility assignments. It lists 175 
occupations and the Federal agencies which employ individuals in those occupations , 
along with appropriate contacts for IPA personnel mobility information." 

Available from the U.S. Government Printing Office. 
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INTERGOVERNMENTAL RELATIONS--PERSONNEL ASPECTS (Cont'd) 





8-88 Tell.5 -Un350 

U.S. Civil Service Commission. 
On the move; personnel systems improvements in state and local governments. Prepared 
by Bureau of Intergovernmental Personnel Programs, Office of Technical Assistance. 
Washington, U.S. Govt. Print. Off., 1974. 12 pp. 

Brochure illustrates some of the changes in personnel systems in state and local 
government made possible by the Intergovernmental Personnel Act of 1970 and the 
Emergency Employment Act of 1971. 

8-89 Iel1.5 ~Un35g 1974 
U.S. Civil Service Commission. 
Technical assistance in personnel management under the Intergovernmental Personnel 
Act. Prepared by Bureau of Intergovernmental Personnel Programs, Office of Program 
Management, Washington, 1974. 15 pp. (BIPP 152-3) 

"This puplication outlines the type of technical assistance available from the 
U.S. Civil Service Commission and provides guidelines to assist State and local 
governments in requesting that assistance." 


INTERNSHIP 


8-90 1e422 -P84w 1973/74 
President's Commission on White House Fellows. 
The White House Fellows. Washington, 1973. 22 pp. 
Describes the White House Fellows Program. Lists current and former participants. ha 


INTERVIEWING 

8-91 

Driscoll, Jeanne B. and H. Richard Hess. 
The recruiter: woman's friend or foe? Journal of college placement, vol. 34, no. 4, 
Summer 1974, pp. 42-44, 48. 

"A Penn State study reveals that women applicants for technical jobs are interviewed 

differently than men." Presents recommendations for recruiters, students, and place- 
ment counselors for improving interviews. 











8-92 
Einstein, Kurt. 
| How to interview personnel effectively. Manage, vol. 26, no. 3, May-June 1974, 
pp. 8-9. 

Outlines six areas that should be discussed with every candidate and should be 
considered in assessing managerial capability. They are the candidate's communicative 
skills, interpersonal relationships, greatest accomplishment, areas of personal concern 
reasons for not performing better, and decision making ability. 


8-93 
Feld, Lipman G. 
15 questions you dare not ask job applicants. Administrative management, vol. 34, 
no. 6, June 1974, pp. 20-21, 80, 82. 
Article suggests the kinds of questions that are improper to ask in light of recent 
affirmative action court cases. Advises staying away from questions about race, re- 


ligion, ancestry, OF Sex and points out other topics that may be misinterpreted. 


8-94 
Harkness, Charles A. and Mary C. Madole. 
Interview evaluations that work both ways. Journal of college placement, vol. 34, 
| no. 3, Spring 1974, pp. 77-80. 
Reports on a study at Nothern [Illinois University where recruiters and college 


students evaluated each other's strengths, weaknesses, and skills in an eftort to 
overcome some of the problems faced by students in the interview process. 
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INTERVIEWING (Cont'd) 
8-95 
Lumsden, Howard H. and James C. Sharf. 
Behavioral dimensions of the job interview. 
no. 3, Spring 1974, pp. 63-64, 66. 
Reports on survey data from over 250 job interviews from 83 companies on the 


dimensions of job-applicant behavior which influence, and can be used to predict, the 
results of an interview. 


Journal of college placement, vol. 34, 


8-96 

Shaw, tdward A, 
Behavior modification and the interview. 
no. 1, October-November 1973, pp. 52-57. 

Recommends the use of three techniques of behavior modification by placement 

officers as a means of reducing the anxiety of students facing interviews. Distinguishes 
between this approach and interview training that encourages applicants to "act" or 
falsely represent themselves. 


INVASION OF PRIVACY 


Journal of college placement, vol. 34, 





S$/C 
8-97 . ; 
Application of the constitutional privacy right to exclusions and dismissals from public 


employment. Duke law journal, vol. 1973, December 1973, pp. 1037-1062. 
Considers the two major changes in the public employers right to hire and fire: "the 
expansion of the sphere of personal interests protected against government infringe- 
ment under the constitutional right to privacy, and the increased willingness of the 
courts to apply strict standards of substantive judicial review to public employment 
decisions, especially those decisions which penalize the exercise of a consitutional 


right." 


8-98 Tech. Rpts. PB-223-496 
Committee on Scientific and Technical Information. 
Legal aspects of computerized information systems. Springfield, Va. National 
Technical Information Service, 1972. 96 pp. (COSATI-73-01) 

Issues considered in the report include: Transmission of informations; Proprietary 
rights and informations Information collection and control; Competition aspects of 
information systems; Problems of federalism and information systems; Legal issues on 
information storage and retrieval. 

“Draft versions of study papers on these topics were presented orally at a COSATI. 
sponsored symposium on the Legal Aspects of Computerized Information Systems, 1972 
June 22-23, Washington, D.C," 

8-99 

Goldsworthy, A. W. 
The invasion of privacy--its administrative impact. 
vol. 33, no. 1, March 1974, pp. 9-23. 

Considers aspects of “information privacy." Discusses the rights of individuals 
and the control of data banks. Gives specific examples of administrative problems in 
safeguarding privacy. 


Public administration (Australia) 


8-100 1d201 -H67s 
Hoffman, Lance J., ed, 
Security and privacy in computer systems. Los Angeles, Melville, 1973. 422 pp. 
Readings on the technological methods of security in computer systems. "Except 
for a brief opening look at the civil liberties threat to privacy posed by the com- 
puter, the collection is entirely technical, and a good working knowledge of computer 
programming is assumed." 
8-101 1e303 -R13a 
Raines, John C,. 
Attack on privacy. Valley Forge, Pa., Judson Press, 1974. 144 pp. 
Author's thesis is that,in the new administrative state, a reversal of public and 
private roles is taking place: persons are being turned public (open to computerized 
surveillance) and politics are becoming private. 














INVASION OF PRIVACY (Cont'd) 








| 
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8-102 1e303 -R86p 
Rule, James B,. 
Private lives and public surveillance; social control in the computer age. New York, 


Schocken Books, 1974. 382 pp. 

"This book is devoted to spelling out details of the collection and use of infor- 
mation on private persons by government and other bureaucracies." Analyzes the broad 
institutional trends in Britain and the United States, especially the computerized 
techniques for mass surveillance. 


JOB ANALYSIS 

8-103 1e32 -J55j 

Jewish Employment and Vocational Service. Job Trials Research Center. 
Job trial development project; income maintenance worker trainee job analysis report, 
by A. M. Meek and L. Sheibley. Philadelphia, 1973. 25 pp. 

The Job Trials program is designed to develop and validate a job relevant selection 
test for the Pennsylvania job class of Income Maintenance Worker Trainee. The project 
phases include conducting a job analysis, developing test elements and job performance 
criteria, obtaining validity information and reporting findings. This paper deals with 
the job analysis phase. 

A joint project conducted by the Job Trials Research Center and the Pennsylvania 
Civil Service Commission. 


8-104 le32 -Un665t 
U.S. Manpower Administration. 
Task analysis inventories; a method for collecting job information. Washington, U.S. 
Govt. Print. Off., 1973. 201 pp. 

“The inventories provide a tool for identifying significant tasks and worker re- 
quirements." They are offered as supplementary aids for in-depth job studies and as a 
way to collect job analysis data “in situations where complete job analyses are not 
required or not feasible." 


8-105 Ie32 .W69j 
Wilson, Michael 
Job analysis for human resource management: a review of selected research and 
development; final report. Washington, Manpower Management Institute, 1974. 212 pp. 
Summarizes job analysis techniques, discusses their applications to human resource 
management activities and suggests further research and development work. The focus 
is on projects funded by the Office of Manpower Research and Development of the Depart- 
ment of Labor. The approach is primarily descriptive and comparative. 
Prepared for the Manpower Administration, U.S. Department of Labor. 


JOB ENRICHMENT AND ENLARGEMENT 


8-106 1d65 -T15j 
Tannehill, Robert E. 
Job enrichment; the modern, proven method to motivate your employees. Chicago, 
Dartnell Corporation, 1974. Looseleaf, 

Selected sections: Techniques of job enrichment; The work motivation scale; 
Staffing for job enrichment; The supervisor and job enrichment; Job enrichment and 
the future: Case histories; Bibliography. 

A Dartnell management guide. 

Not available on interlibrary loan. 
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JOB EVALUATLON 
8-107 Ie32.Un35d 

U.S. Civil Service Commission. 

Development of a framework for a factor-ranking benchmark system of job evaluation 
(Project 6B132A). Prepared by Charles H. Anderson and Daniel B. Corts, Research Section, 
Personnel Research and Development Center. Washington, 1973. 99 pp. (TS-73-3) 

In this study, a framework was developed for "an operational factor-ranking benchmark 
system of job evaluation for Federal white collar non-supervisory jobs GS1-15." Two 
major research objectives were: "1. A reliable and valid hierarchical alignment of 
a representative sample of white collar jobs that were interval scaled in terms of 
their 'whole_job' classification_value relative to each other 2. A valid and weighted 
set of job factors." 


JOB SATISFACTION 

8-108 

Bradburn, Norman M, 
Is the quality of working life improving? how can you tell? and who wants to know? 
Studies in personnel psychology (Canada), vol. 6, no. 1, Spring 1974, pp. 19-34. 

Suggests a theoretical framework for how people judge themselves happy or une 

happy in work and considers the “role of social indicators in government policy formu- 
lation." 

8-109 

Harris, Bob V. 
An examination of scaling bias in Herzberg's theory of job satisfaction. Organi- 
zational behavior and human performance, vol. 11, no. 1, February 1974, pp. 106-121. 

"Industrial trainees in two vocational education projects ... responded to check 

lists which contain both negative and positive performance specimens ... related to 
two of Herzberg's Ms /motivators7 and three Hs /hygienes/. These data were used to 
test three of King's (1970) formulations of Herzberg's theory dealing with the relative 
frequency of good and bad experiences engendered by Ms and Hs.... A set of hypotheses 
dealing with levels of satisfaction and disatisfaction derived from Ms and Hs were 
also tested. The results of both studies failed to support Herzberg's two-factor 
theory." 

8-110 





Katzell, Raymond A., Robert Ewen and Abraham K,. Korman, 
Job attitudes of black and white workers: male blue-collar workers in six companies. 
Journal of vocational behavior, vol. 4, no. 3, June 1974, pp. 3658376. 
A questionnaire administered to 101 black and 87 white male blue-collar employees 
showed that differences in job satisfaction between the two groups were not marked. 
The picture was not uniform across the six companies, however. 


8-111 1e543.9 F514 

Phelan, Joseph G, 
Job satisfaction: a study of perceived need satisfactions as a function of job level. 
Washington, American Psychological Association, Journal Supplement Abstract Service, 
1974, 7 pp. (MS no. 644) 

The author's hypotheses were that workers and managers would perceive need 
differently, that role perception would affect need fulfillment, and that satisfactions 
would be directly related to vertical level within the organization. His assumptions 
were only partly supported. 


8-112 

Pinto, Patrick R. and Thomas C,. Davis. 
The moderating effect of need type on the prediction of overall job satisfaction. 
Journal of vocational behavior, vol. 4, no. 3, June 1974, pp. 339-348. 

"Need type was tested as a moderator of the relationship between specific dimensions 
of job satisfaction and overall job satisfaction. The findings showed that need type 
moderated the relative contributions of specific dimensions of satisfaction in the 
prediction of overall job satisfaction...." 

Subjects were 570 retailing managers. 











JOB SATISFACTION (Cont'd) 





8-113 1d203 -Un665m No. 30 
U.S. Manpower Administration. 
Job satisfaction: is there a trend? Washington, U.S. Govt. Print. Off., 1974, 57 pp. 
(Manpower research monograph no. 30) 

Presents: national trends in job satisfaction, 1958-73; demographic and occupational 
distribution of job satisfaction; motivational assumptions about what Americans want 
from their jobs; implication of job satisfaction and dissatisfaction of employees, 
and society at large; and experiments in improving working conditions. 

8-114 

Walton, Richard E. 
QWL indicators--prospects and problems. Studies in personnel psychology, (Canada) 
vol. 6, no. 1, Spring 1974, pp. 7-18. 

Paper discusses three levels of analysis of the "quality of working life" (QWL): 
organizational conditions, employee attitudes. and behavioral systems. Presents a 

step model for improving the OWL in an organization. 


8-115 

Weaver, Charles N. 
Sex differences in job satisfaction. Business horizons, vol. 17, no. 3, June 1974, 
pp. 43-49. 

“Negro women, like Negro men, report less job satisfaction than whites. However, 
survey results show that female job attitudes are sufficiently different to suggest 
separate investigation." 9 

LABOR FORCE 
8-116 1d224.9 -Un44e 
U.S. Department of Labor. 
Employment and unemployment problems; selected references. Prepared by the Library. 


Washington, 1973. 14 pp. 


LABOR-MANAGEMENT RELATIONS (PUBLIC SERVICE) 


8-117 

Bellman, Howard and Harry Graham. 
A suggested remedy for refusal to bargain in the public sector: final offer arbitra- 
tion. Journal of collective negotiations in the public sector, vol. 3, no. 2, Spring 
1974, pp. 183-189. 

Proposes that the agency that enforces duty to bargain in various states also be 
empowered to offer final and binding arbitration to settle interest disputes. "The 
proposal is especially pertinent to instances of refusal to bargain and may be con- 
sidered as a device to pressure the parties to negotatiate in good faith." 





8-118 

Bezdek, Rogert H. and David W. Ripley. 
Compulsory arbitration versus negotiations for public safety employees: the Michigan 
experience. Journal of collective negotiations in the public sector, vol. 3, no. 2, 
Spring 1974, pp. 167-176. 

Investigates the issue of whether settlements awarded public safety employees under 
compulsory arbitration are higher than those awarded under other forms of negotiation. 
Data from compulsory arbitration settlements in Michigan between 1969 and 1972 were 
analyzed. Findings indicate that there may be no difference in the size of salary 
settlements. 


8-119 HD6508 B 
Bureau of National Affairs. a 


Labor relations yearbook--1973. Washington, 1974, 432 pp. 


Chronology of new developments in labor relations in 1973. Section on the Federal 
government in labor relations, pp. 155-230. ' 
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LABOR MANAGEMENT RELATIONS (PUBLIC SERVICE (Cont'd) 
8-120 s/I 
Cave, Susan N, 
Public sector collective bargaining. Cities and villages (Ohio Municipal League) , 
vol. 21, no. 2, February 1974, pp. 14-18. 
History of public sector collective bargaining in Ohio. Considers issues facing 


legislators in 1974 as they resume hearings on bills currently before the Ohio General 
Assembly. 


8-121 

Clary, Susan. 
New films focus on labor relations. Civil Service journal, vol. 14, no. 4, April-June 
1974, pp. 28-30. 

The Labor Relations Training Center of the U.S. Civil Service Commission has 
produced three films to be used by CSC interagency training centers, or that may be 
purchased or rented by agencies or labor organizations. They are: At the Table, 
Anatomy of a Grievance, and The Arbitration of a Grievance. 

8-122 

Donnelly, John T. 
An analysis of union involvement in managerial decisionemaking in selected 
municipalities in the State of Wisconsin. Ann Arbor, Mich., University Microfilms, 
1973. 219 pp. 

"The major purpose of this study was to determine if there were significant 
differences between and among municipalities with respect to the degree of union 
involvement in management decision-making and to determine whether these differences 
systematically relate to certain demographic and industrial relations variables. To 
achieve this purpose, the researcher utilized the mail questionnaire and an analysis 
of municipal labor contracts in the state of Wisconsin. The data collected suggested 
that major differences in the degree of union involvement did exist between and among 
municipalities and that these differences were related to six major variables: (1) 
number of formal grievances filed by the union, (2) threats of extreme action during 
negotiations, (3) employment conditions in the local labor market, (4) use of neutrals 
during negotiations, (5) size of municipality, and (6) use of past practice in the 
settlement of grievance." 

Doctoral dissertation, University of Iowa, 1973. Abstracted in Dissertation 
Abstracts International, vol. 34, no. 7, January 1974, p. 3625-A. 











M-Film 








8-123 S/I1 
Dowling, Edward T. 
The Ansonia Public Works strike: lesson for management and labor? 
government, vol. 27, no. 4, Summer 1974, pp. 1-5. 
Describes the longest strike experienced by local government in Connecticut and 
examines the lessons learned by local government management and employee organizations. 


Connecticut 


8-124 
The Federal impasse panel: its fact finding procedure. 
June 12, 1974, pp. 7, 10. 

This second part of a two part series explains the fact finding procedures of the 
Federal Service Impasses Panel. Describes the prehearing conference, the hearing 
itself and the panel's report. For part one, see Personnel Literature, vol. 33, 
no. 7, July 1974, item 7-141, 


Fednews, vol. 11, no. 1l, 





8-125 
Grodin, Joseph R, 
California public employee bargaining revisted: the MMB Act in the appellate courts. 
California public employee relations, no. 21, June 1974, pp. 12-20. 
Examines appellate decisions stemming from a California statute relating to public 
employee relations. Discusses weaknesses of the statute and recommends that the 
legislature reconsider the law. 








LABOR-MANAGEMENT RELATIONS (PUBLIC SERVICE) 





(C ' 
8-126 serait Ie531  .H25s 
Hartford, Conn. Personnel Department. 


Supervisor's manual and syllabus for training in 
1972. lv. (IPA grant 72-CT-03) 

In addition to the manual itself, also contains a final report of the grant under 
which it was prepared, an alternate text for "Steps in grievance handling" to be 
used by municipalities where grievances must be presented in writing at the first 
step of the grievance procedure, and training outlines. 


grievance procedures, Hartford, 


8-127 

Helburn, I. B. 
The scope of bargaining in public sector negotiations: sovereignty reviewed. Journal 
of collective negotiations in the public sector, vol. 3, no. 2, Spring 1974, pp. 147-166. 

Author urges reformulation of the sovereignty doctrine and suggests a legislative 

framework for doing so. He reviews current trends in public sector bargaining. 

8-128 

Kanes, David. 
Blending mediation and fact-finding urged. LMRS newsletter (National League of Cities, 
U.S Conference of Mayors, National Association of Counties), vol. 5, no. 7, July 1974, 


pp. 2-3. 
The Director of the Pennsylvania Bureau of Mediation points out how mediation in 
the public and private sectors differ. Examines the role of the mediator, how it can 
be used for fact-finding, and what the implications for the future are. « 
8-129 
Kruger, A. 
Bargaining in the public sector: some Canadian experiments. International labour 


review, vol. 109, no. 4, April 1974, pp. 319-331. 
Article consists of a description and evaluation of the industrial relations 
Systems employed at the national and provincial levels in Canada. 


8-130 1e621 -N48e 

New York (State). School of Industrial and Labor Relations, Cornell University. 
Examples of language and interpretation in public sector collective bargaining 
agreements: a guide for public officials and other interested parties, by June Weis- 
berger. Ithaca, 1974. 115 pp. (IPE monograph no. 3) 

Of particular concern is language in three areas: management rights, discipline 

and discharge procedures and grievance procedures. Also includes examples of no-strike 
and antidiscrimination clauses, 


S/I1 
8-131 / 
Olmos, Ralph A. , 
Some effects of police unionism on discipline. Police chief, April 1974, pp. 24-26, 28. 


Study of disciplinary practices in two cities and how police unionism has affected 
internal structure and relationships of law enforcement agencies. 


8-132 
Phythian K, and E. Napke. 
Corporate humanism in collective bargainingeeis this new? Journal of the Professional 
Institute (Canada), vol. 53, no. 4, June 1974. pov. 15617. 
Attempts to explain what is meant by the ".adversary system" and “corporate humanism" 
in the context of collective bargaining in the public service of Canada. 


8-133 S/C 
Primeaux, Lawrence. 
An analysis of the comprehensive approach to the public-employee strike problem. 
Mississippi law journal, vol. 44, September 1973, pp. 766-798. 

"This three part comment examines the problem of public-sector strikes with the 
goal of suggesting new ways of dealing with the problem. The conclusion is that the 
comprehensive program holds the greatest promise for a permanent solution of this 
issue." Origins of the comprehensive approach, dispute settlement techniques, and 
some proposed plans are also examined. 
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LABOR=MANAGEMENT RELATIONS (PUBLIC SERVICE 





(Cont'd) 
8-134 
Public employes and the public. Wall Stree+ journal, vol. 183, no. 111, June 7, 1974, 
p. 8. 


This editorial indicates that there are “good reasons for a stronger enforcement 
of antistrike laws for public employes." Denial of the right to strike requires that 
other means of dealing with legitimate grievances and aspirations be provided. Some 
possible solutions suggested for dealing with the problem are: controlling inflation 
in order to reduce demands for higher pay, maintaing compensation parity with the 
private sector, and encouraging public employees to participate in public policy- 
making. 


Public employees use their bargaining muscle. Morgan Guaranty survey, February 1974, 
pp. 8-13. 
Traces the*growth of public employee organizations in the 1960's and examines the 
change in attitudes of employees toward unionization. Foresees public opinion as a 8 
restraining influence on public employee wages. 


8-136 

Seamon, Harold P. 
Fact finding in the public sector: a proposal to strengthen the fact finder's role. 
Journal of collective negotiations in the public sector, vol. 3, no. 2, Spring 1974, 
pp. 121-132. 

Proposes guidelines for improving the effectiveness of fact finding as a mechanism 

for resolving disputes. Seeks to establish fact finding as a distinctive form of 
third party intervention which can be used in solving impasse issues ranging from those 
involving individual governmental units to those having statewide application. 


8-137 HD 5481 -T75L 1974 
Trotta, Maurice S. 
Arbitration of labor-management disputes. New York, Amacom, 1974. 499 pp. 
Pages 172-213 discuss public sector aspects of arbitration. Case studies. 
1961 edition published as Labor Arbitration; Principles, Practices, Issues, by 
Simmons-Boardmen Publishing Corporation. 


8-138 1e623 -Un55g 
U.S. Federal Service Impasses Panel. 
A guide to factfinding procedures of the Federal Service Impasses Panel. Washington, 
1973. 6 pp. 
Guide to assist persons who represent agencies and labor organizations in factfinding 
proceedings before the Federal Service Impasses Panel. 





8-139 1e623 -Un55i 
U.S. Federal Service Impasses Panel. 
Impasse resolution in the Federal sector... The Federal Service Impasses Panel. 


Washington, n.d. Leaflet 
Brief summary of the Panel's organization and procedures. 
8-140 1e623 -Un55r 
U.S. Federal Service Impasses Panel. 
Report of the .... Washington, 1974., '7 op. 


Report concentrates on the history, organization, procedures, cases and activities 
of the Panel from August 1970 through December 1973. 


8-141 1e623 -Un655ce 

U.S. Labor-Management Services Administration. 
Complaint filing guide; how to file an unfair labor practice complaint (Forms LMSA 61 
and LMSA 62) under Executive Order 11491, as amended, laboremanagement relations in the 
Federal service. Prepared by Office of Federal Labor-Management Relations. Washington, 
U.S. Govt. Print. Off., 1973. 15 pp. (FLMR 73-14 (4/73)) 











LABOR-MANAGEMENT RELATIONS (PUBLIC SERVICE) (Cont'd) 





8-142 Law -Un655de Labr. 
U.S. Labor-Management Services Administration. 
Decisions and reports on rulings of the Assistant Secretary of Labor for Labor-Management 
Relations pursuant to Executive Order 11491. Prepared by Office of Federal Labor-Management 
Relations, Washington, U.S. Govt. Print. Off., 1973. 2 v. 
Includes decisions nos. 1-234 and Reports on rulings nos. 1-52. 


8-143 Ref. Ie62] -Un655d 1974 
U.S, Labor-Management Services Administration. 
A directory of public employee organizations: a guide to the major organizations 
representing state and local public employees. Prepared by Division of Public 
Employee Labor Relations. Washington, U.S. Govt. Print. Off., 1974. 61 pp. 
Contains information on structure, location and policies of employee organizations. 
At head of title: Public Sector Labor Relations Information Exchange. 


8-144 1e623 .Un655¢ 


U.S. Labor-Management Services Administration. 
Guide to standards of conduct for Federal-employee unions under Executive Order 11491; 
rights of members, election of officers, reporting. Prepared by Office of Labor-Management 


and Welfare-Pension Reports. Washington, U.S. Govt. Print. Off., 1973. 24 pp. 
8-145 Te621 -Un655p 1973 


U.S. Labor-Management Services Administration. 

Public sector labor relations in the Northeast region; regional series. Prepared by 
Division of Public Employee Labor Relations. Washington, U.S. Govt. Print. Off., 
1973. 80 pp. 

For each of nine states in the Northeast, analyzes the administrative structure 
and responsibility of agencies that administer bargaining statutes. 

Also provides statistical data and a summary of the legal framework for public 
sector labor relations. 

At head of title: Public Sector Labor Relations Information Exchange. 


sece 


8-146 
Zagoria, Sam. 
Labor relations, growing countyestate priority. 
July 15, 1974, p. 12. 
Author reviews the growth of labor management legislation in states and counties 


and the status and scope of legislation pending in Congress. 


County news, vol. 6, no. 28, 


LABOR TU RNOVER 
8-147 
Farrant, Marion. 


Excessive turnover is costly. 


Supervision, vol. 34, no. 7, July 1974, p. 8. 
Author believes personal recognition and a sense of importance for the employee 


are necessary if turnover is to be reduced. 


LEADERSHIP 
8-148 
Bonner, John T,. 
Leadership for managers. Manage, vol. 26, no. 3, MayeJune 1974, pp. 12-13. 
The author focuses on the three C's of management: competence, courage, and 


compassion, 


7 


Adapted from "Leadership for Lawmen,"" which appeared in the FBI Law Enforcement 
Bulletin, December 1973, 











LEADERSHIP 
8-149 


Fleishman, Edwin A., and James G. Hunt., eds. 


(Cont'd) 


1d34 


-F62c 


Current developments in the study of leadership; a centennial event symposium held 


at Southern Illinois University at Carbondale, 
Press, 1973. 


217 pp. 


Carbondale, Southern Illinois University 


Emphasizes models and theories rather than specific techniques to use for improv- 
ing organizational leadership. 
Papers presented at symposium sponsored by the Administrative Science Seminar 
Committee and Department of Administrative Sciences, Southern illinois University at 
April 29-30, 1971. 


Carbondale, 


8-150 


Hill, Walter A, and David Hughes. 


Variations in leader behavior as a function of task type. 


human performance, vol. 11, no. 1, February 1974, pp. 83-96. 
"This paper provides information concerning the flexibility of leader behavior. 


Subjects were 48 black and 48 white undergraduate students. 


Organizational behavior and 


Twelve black and 12 white 


older students were selected as leaders while the remaining subjects were assigned 


randomly as members of 12 black, 12 white, and 12 mixed dyads. 
leader behavior as measured by Bales Interaction Process Analysis changed as the group 


performed different tasks. There were no behavior differences as a function of leader's 


Results indicate that 


race although an interaction was found in the directive categories between task and 
dyad compositions." 


8-151 


In quest of Leadership. 
Looks at the nature of leadership, reasons for the loss of authority and possible 


remedies, 


Includes brief biographies on 200 men and women who are seen to be America's 


rising leaders. 


8-152 


Nebeker, Delbert M. and Terence R. Mitchell. 


Leader behavior: An expectancy theory approach, 


Time, vol. 


104, no. 


3, July 15, 1974, pp. 21-24, 26-28, 33-40+. 


performance, vol. 11, no. 3, June 1974, pp. 355-367. 
Presents some mathematical modifications of expectancy theory which extend its 


use to the prediction of leadership behavior. 


Organizational behavior and human 


Data from field studies showed 


leader's actual behavior could be predicted and suggests that expectancy theory 
"...not only has the ability to account for leader behavior in a real life setting, 
but also helps us to understand the antecedents of such behavior." 


MANAGEMENT 


-153 
Keadeny of Management. 
Proceedings; thirtyethird annual meeting, Boston, Mass., August 19-22, 1973. 


n.p., 1974. 
Papers are grouped under the following topics: 


631 pp. 


1d122 


-Aclp 1973 


Current issues in management; 


Business policy and planning; International management; Managerial consultation; 
Management education and development: Management history; Manpower management; 
Organizational behavior; Organization and management theory; Organization develop- 
ment; Production operations management; Social issues in management. 


8-154 


Haimann, Theo., and Willaim G. Scott. 


Management in the modern organization, 2d ed. 


583 pp. 


Text with case studies covering the following areas: 
staffing, and communications control. 


1d22 


-H12m 1974 


Boston, Houghton Mifflin, 1974. 


planning, organizing, 
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MANAGEMENT (Cont'd) 


8-155 

Odiorne, George S. 
The politics of implementing MBO, Business horizons, vol. 17, no. 3, June 1974, 
pp. 13-21. 

Discusses three approaches to implementing management by objectives (MBO): 
authoritarian directives, persuasion, and educational programs. Emphasizes that none 
of these can afford to ignore the basic politics of implementation. Several political 
factors are considered here. 





8-156 

Stull, Richard A, 
A view of management to 1980. Business horizons, vol. 17, no. 3, June 1974, 
pp. 5-12. 

Considers critical areas in management with a view to 1980. Some are: training, 
equal employment practices, the role of women, employee mobility, management per- 
formance, the place of profit, and technology. Briefly explores five misconceptions 
that tomorrow's managers must deal with. 

8-157 1d77 -Un35e 
U.S. Civil Service Commission. 
Elements of management analysis. Washington, 1973? 2 v. in l. 

Training manual for management analysts. Includes methods of systems analysis, 
gaming techniques, organization structure and development. 

Contents: Vol. 1, Instructor's handbook; vol. 2, Student workbook. 

No copies available. 


eee? 


MANAGEMENT IMPROVEMENT 
8-158 1d67 .Un38im July-Dec, 1973 
U.S. Congress. House. Committee on Post Office and Civil Service. 
Improved manpower management in the Federal government; examples for the period July 
through December 1973. Washington, U.S. Govt. Print. Off., 1974. 56 pp. (CH. rept. 
no. 1124, 93rd Cong.) 
Covers five categories of management improvement in Federal agencies: automated 
Systems, employee suggestions, improved manpower-management systems, reorganization 
and consolidation, and training. 





MANPOWER PLANNING 


8-159 

Guttman, Robert. 
Intergovernmental relations under the new manpower act. Monthly labor review, 
vol. 97, no. 6, June 1974, pp. 10-16. 

Author feels that the major achievement of the Comprehensive Employment and 
Training Act is “the definition of the relationship between Federal, State, and local 
levels of governments and community action agencies in a decentralized, decategoried | 
manpower system." | 

Appendix is a summary of the Comprehensive Employment and Training Act. 





8-160 
Levitan, Sar, William Johnston, and Robert Taggart. 
Manpower programs and black progress. Manpower, vol. 6, no. 6, June 1974, pp. 3-10. 
Summarizes various manpower programs which helped blacks in the late 1960's. 
Outlines changes in these programs which reduce their impact. Authors feel passage 
of the Comprehensive Employment and Training Act (CETA) " .,. threatens many of the 
programs of special interest to blacks." 
Article based on the authors' forthcoming book: Still a Dream: The Changing 
Status of Blacks from 1960-1973. 
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MANPOWER PLANNING (Cont'd) 


8-161 

U.S. Manpower Administration. resi re 
The Manpower Research Institutional Grant Program: 
Washington, U.S, Govt. Print, Off., 1973. 59 pp 


Trace , cs <s ‘ 
s the origins and administration of the Manpower Research Institutional Grant 


Program and how it has hel ed 19 colle es and nhiversi es s en hen their resear h in 
Pp 
' <4 unl ti tr gt c 








& progress report, 1966-73. 


MEDICAL CARE 
8-162 

, . S/I 
Alcoholism. Employee relations bulletin, March 21, 1974, pp. 232. 
Special report on alcoholism in industry. 


Alcoholism programs of Scovill 
Manufacturing, General Motors, pte 


and Olin-New Haven are outlined. 
8-163 
Davidson, Wallace L,. 
Hypertension--the silent hazard. 
pp. 21-23. 
The author, 


Health & safety, vol. 43, no. 3, May-June, 1974, 


director of industrial health at Merck and Co., 
hypertension detection plan for its employees. 
are considered, ; 


describes that company's 
Implementation and results of the program 


8-164 
Wilkinson, H. L. 
Employee addiction--whose problem? Personnel administrator, vol. 19, no. 2 
March-April 1974, pp. 30-31. 
Short article urging personnelists to face up to the problems of employee 
alcoholism and drug abuse and to formulate realistic policies to deal with them. 


> 


MOTIVATION 

8-165 

Arvey, Richard D. and C. Warren Neel. 
Testing expectancy theory prediction using behaviorally based measures of motivational 
effort for engineers. Journal of vocational behavior, vol. 4, no. 3, June 1974, 
pp. 299-310. 

"Expectancy theory predictions were tested using a sample of engineers who had 
been rated on dimensions of work motivation or effort (in contrast to performance) 
using the behaviorally based rating scales designed by Landy and Guion. 

"It was found that the expectancy model was only weakly upheld for an older 
(41 or older) age subgroup, while few relationships were observed for a younger 
(below 41) age group. Also, the motivational behavior scales did not show any enhanced 
predictability when compared to a more global rating of job performance." 





8-166 1e543 -H61m 
Hinrichs, John R. ae 
The motivation crisis; winding down and turning off. New York, Amacom, 1974. 264 pp. 


Considers why quality of work is a concern and what factors contribute to a feeling 
of decline in motivation. Reviews the three major strategies of individual development, 
job development, and organization development. 


8-167 ) 
Leidecker, Joel K. and James J. Hall. 
Motivation: good theory--poor application. Training and development journal, vol. 28, 


no. 6, June 1974, pp. 3-7. 
Examines several motivation theories, including those of Herzberg and Maslow, and | 
then attempts to show why theory is often not effective in practice. 








MOTIVATION (Cont'd) 


8-168 
Turney, John R, 
Activity Outcome Expectancies and Intrinsic Activity Values as predictors of several 
motivation indexes for technical-professionals. Organizational behavior and human 
performance, vol. 11, no. 1, February 1974, pp. 65-82. 
Examines usefulness of Expectancy x Valence and Intrinsic Activity Value as predictors 
of motivation to perform specific job-related activities. Three indexes of motivation 
(desired effort and actual effort as perceived by employees and performance as observed 





by supervisors) were used as dependent variables. "The results showed that Intrinsic 
Activity Value was a much more useful predictor across all three motivation indexes," 
8-169 


Wahba, Mahmoud A. and Robert J. House. 
Expectancy theory in work and motivation: some logical and methodological issues. 
Human relations, vol. 27, no. 2, February 1974, pp. 121-147. 

“The development of expectancy theory is described and 14 alternative models of 
expectancy are contrasted. It is argued that the essence of the theory in work and 
motivation is the choice of work behavior. As such, it is shown that the present 
formulation of theory in industrial and organizational psychology, and consequently 
the empirical research based on it, ignores the rationality assumptions underlying 
this choice behavior. ... The empirical findings in the field are interpreted in 
light of the discussion." 


OLDER WORKER 
8-170 S/I 
Agatstein, David J. 
The Age Discrimination in Employment Act of 1967: a critique. New York law forum, 
vol. 19, no. 2, Fall 1973, pp. 309-323. 
Discusses the prohibitions and remedies provided for in the Age Discrimination in 
Employment Act of 1967. Criticizes the upper and lower age limits which the author 
feels limit the effectiveness of the Act. 


eret 


8-171 S/I 
Anderson, Leslie L. 
Age discrimination: mandatory retirement from the bench. Loyola law review, vol. 20, 


no. 1, 1973-1974, pp. 153-157. 

The author, a judge of the District Court of Minnesota, considers whether it is 
",... morally right, socially profitable, economically wise or constitutionally sound to 
declare by legislative fiat that the useful life of one of these professional people is 
completed solely because they have reached an arbitrarily designated age." 


8-172 
Crotty, Philip T. and Jeffry A. Timmons. 
Older minorities--"roadblocked" in the organization. Business horizons, vol. 17, 


no. 3, July 1974, pp. 27-34. a 
Reports on a study that sought to determine if a “roadblocked minority" of older 


workers already existed, and if additional graduate education could accelerate their 
progress. Thirty-one minority employees of 12 organizations in the Boston area were 

interviewed, as well as top administrators from the companies. Findings show this 

problem exists and graduate education offers "considerable promise in compensating 

for existing educational inadequacies...." 


8-173 

Kunze, Karl R. 
Age and occupations at Lockheed-California: versatility of older workers. Industrial 
gerontology, vol. 1, no. 2, Spring 1974, pp. 59-64. 

"An analysis by age of 275 occupations and 12,628 employees of Lockheed-California 
revealed the characteristics of essentially 'young' and 'old' occupations. The article 
presents convincing evidence to suggest that the transfer of older people into 
technologyegenerated occupations is a distinct possibility, given accurate information 
and guidance." 
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OLDER _ eS (Cont'd) 


-174 





WORKER 


Steffeck, Cheri. 


Age discrimination? It's illegal. Dynamic maturity, vol. 9, no. 4, July 1974, 
pp. 32-34. 

Discusses ramifications of the Age Discrimination in Employment Act of 1967 (ADEA) 
for older workers and employers. Limitations of the law are also discussed. 


ORGANIZATIONS 





8-175 


Harrison, Frank. 


S/I1 
Perceptions of role performance and organizational effectiveness. 
April 1974, pp. 56-58. 


Survey measures the degree of bureaucratization in the Seattle Police Department 
and how it is managed. Outlines indicators of organizational effectiveness. 


Police chief, 


8-176 MeFilm 
Jackson, John H, 


Conceptual systems and organizational climate. Ann Arbor, Mich., University 
Microfilms, 1973. 235 pp. 

"Organizational Climate is defined as a set or cluster of measurable stimuli in 
the work world of individuals, that are perceived directly or indirectly by individuals 
in that environment, and are assumed to influence their behavior. Research with 
Organizational Climate to date has shown differences among individuals in perceiving 
the same climate. It has also indicated that certain climates tend to stimulate 
certain motive patterns. 

"elt is concluded that the conceptual systems scheme seems to have value as a 
metric for explaining differences among individuals in viewing Organizational Climate, 
and that care must be taken in climate research to specify the impact of specific 
climate variables on different groups of individuals. Directions for further climate 
research are suggested." 

Doctoral dissertation, University of Colorado, 1973. Abstracted in Dissertation 
Abstracts International, vol. 34, no. 7, January 1974, p. 3268-A. 





8-177 
Lawler, Edward E. III, Douglas T. Hall and Greg R, Oldham. 


PAY 


Organizational climate: relationship to organizational structure, process and per- 
formance. Organizational behavior and human performance, vol. 11, no. 1, February 1974, 
pp. 139-155. 
"The present study was designed to test the view that organization structure and 
process are related to organizational climate which in turn is related to organization 
performance and employee job satisfaction. Questionnaires were completed by the 
directors of 117 research and development organizations and by 291 scientists in a sub- 
sample of 21 of these organizations. Results showed that several organizational pro- 
cess variables (but no structural variables) were significantly related to the climate 
of the organization as perceived by scientists. Perceived climate in turn was shown 


to be significantly related to measures of organizational performance and to job 
satisfaction." 


8-178 


Administrative Management Society. 


1e53 -Ad6s 


Salary and benefit information for middle management personnel for United States and 


Canada... Willow Grove, Pa., 1974. 


40 pp. 
Salary and benefit information for 40,819 middle management positions in the 


United States and Canada. 





Cover title: AMS guide to management compensation... 
Not available for interlibrary loan. 


























PAY (Cont'd) 


8-179 

Hechler, Peter D. and Yoash Wiener. 
Cronic self-esteem as a moderator of performance consequences of expected pay. Organi- 
zational behavior and human performance, vol. 11, no. 1, February 1974, pp. 97-105. 

Investigates effects of expected pay and chronic self-esteem on quantity and quality 

of performance. Results on quality data indicate high self-esteem subjects perform 
highly under both low and high conditions. Low self-esteem subjects perform highly 
only under high pay conditions. 


8-180 
Hubbell, Roger. 


Put more oomph in merit increases. Administrative management, vol. 35, 
Summer 1974, pp. 55-58. 

Describes the merit pay plan of Allis-Chalmers. Outlines what performance infor- 
mation must be gathered, the kinds of reports necessary to maintain the system, and 
the considerations on which the increases are based. 





no. 6, 


8-181 

Hubbell, Roger. 
A well-integrated plan spurs growth at potfcyv, technological and creative levels. 
Administrative management, vol. 35, no. 7, July 1974, pp. 45-48. 

The merit increase program of Allis-Chalmers Corporation helps managers predict 
salary costs and administer an effective salary range review program. Details of 
the program are discussed. An Administrative Management Society report. ; 

8-182 1e59 -P96p 1974 Apr. ’ 
International Personnel Management Association. 
Pay rates in the public service; survey of 87 common job classes in a selected group 
of governmental jurisdictions in the United States and Canada. n.p., 1974. 157 pp. 

"The survey is divided into georgraphical areas: U.S. East, South, Central, and 
West, Canada, and Puerto Rico. The listing is then broken down by county, municipal, 
and special districts, state, provincial, and federal governments. A section at the 
back of the survey provides definitions of standard job classes...." 


8-183 

Jacobson, Raymond. 
Pay comparability...how comparable? Civil service journal, vol. 14, no. 4, April-June 
1974, pp. 9-12. 

Reviews the evolution of pay comparability between the Federal government and the 
private sector, pointing out some criticisms of the current system. Outlines 12 
current major studies on comparability undertaken by the Bureau of Policy and Standards 
of the U.S. Civil Service Commission. 

8-184 

Ricklefs, Roger. 
Carrot & stick; more concerns tie bonuses to meeting goals for workers. Wall corre 
journal, vol. 184, no. 8, July 11, 1974, pp. 1, 23. 

Several firms are switching from bonus plans that provide similar amounts or i 
similar percentages of base pay to all employees to plans which provide each employee I 
a bonus based on individual performance as measured by pre-established goals. A re- 
sult of linking management by objectives programs to the bonus plan, the performance- 
bonus approach has been found to have certain benefits and problems. 


8-185 
Rockley, James W. 
The middle management squeeze. Canadian business review, vol. 1, no. 2, Spring 1974, 
pp. 3740. 
Gives a comprehensive definition of compensation, and discusses some of the major 
problems. Outlines a fiveepart plan for compensating middle managers. 
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PAY (Cont'd) 
8-186 M-Film 

Scandall, Steven H. 

Male-female salary differences among scientists with Ph.D.'s. Ann Arbor, Mich., 
University Microfilms, 1973. 226 pp. 

"The thesis contains a concise discussion of previous research that has a bearing 
on the subject of male-female salary differences. Particular attention is paid to 
studies of the salary structure at individual universities and research on women 
doctorates," 

Doctoral dissertation, University of Minnesota, 1973. Abstracted in Dissertation 
Abstracts International, vol. 34, no. 6, December 1973, p. 2862-A. 





8-187 M-Film 

Shapiro, Harris J. 
An empiric test of the Lawler model of the determinants of pay satisfaction. Ann 
Arbor, Mich., University Microfilms, 1973. 274 pp. 

"The Lawley model was evaluated against two other discrepancy theory models, one 
social comparison theory type model, and one objective pay concentration model to 
determine its relative power to predict pay satisfaction. 

"Jt was found that many of the proposed variables were not determinants of pay 
satisfaction, and that social comparison was the best available logical calculus with 
which to build a pay satisfaction model. 

"A new empiric model of pay satisfaction is proposed." 


Doctoral dissertation, City University of New York, 1973. Abstracted in Dissertation 


Abstracts International, vol. 34, no. 7, January 1974, p. 3635-A. 





8-188 
Stewart, Jean. 
Advising the CSC on blue-collar pay. Civil service journal, vol. 14, no. 4, 


April-June 1974, pp. 22-25. 
Describes the role of the Federal Prevailing Rate Advisory Committee which makes 
recommendations to the U.S. Civil Service Commission on blue-collar pay. 


8-189 
U.S. Congress. House. Committee on Post Office and Civil Service. 
Current salary schedules of Federal officers and employees together with a history 
of salary and retirement annuity adjustments. Washington, U.S. Govt. Print. Off. 
1974. 25 pp. (H. com. print, 93rd Cong.) 
Includes schedules for the Veterans Administration, Foreign Service, and Postal 


Service. Also covers executive, legislative and judicial salaries as well as General 
Schedule employees, 


Te55 -Un38sa 1974 


PERFORMANCE _EVALUATLON 

8-190 

Coffee, Donn and Toni Coffee. 
An outline for reviewing progress and solving problems. Management world, vol. 3, 
no. 6, June 1974, pp. 8-9. 

Outline to aid supervisors in reviewing employee performance. 























PERFORMANCE EVALUATION (Cont'q) 


8-191 


1e398.9 -Lo9s 
lowa State University. Industrial Relations Center. 


Supervisor ratings and the perceived importance of engineering job performance 
criteria, by Paul M. Muchinsky. Ames, 1974. 15 pp. (Working paper 1974-03) 
"A sample of 82 engineers and 82 supervisors rated the importance of ten job 
performance criteria in relation to the successful performance of the engineer's 
job. Supervisors also rated the engineer's performance on each of the ten specific 
criteria and two global measures. ... The importance ratings by supervisors were 
found to be highly similar to the importance ratings by engineers, with three factors 
emerging from the ratings by each group: (1) Administrative Skill; (2) Technical 
Competence; and (3) Design Skill. The factor analysis of the performance ratings by 
supervisors revealed two factors: (1) Interpersonal Relations Ability, and (2) 
Technical ability. It appears that supervisors appraise performance by criteria 
similar to those they perceive as being critical to the type of work performed by 
engineers." 
8-192 1e398 -M37p 
Massachusetts League of Cities and Towns. 
Performance evaluation in Massachusetts municipalities; with sections on performance 
appraisal systems in Holden, Lexington, and Wellesley and preparing for and conducting 
the annual review, by T. J. Hourihan Associates. Boston, 1974. 61 pp. 

Book serves as a guide in defining a performance evaluation and in determining if 
and how one should be implemented in city or town government. 

Sponsored by an Intergovernmental Personnel Act grant from the U.S. Civil Service 
Commission. 

8-193 

Rotondi, Thomas, Jr. 
How to judge a worker's effectiveness. Supervisory management, vol. 19, no. 7, 
July 1974, pp. 28. 

Author outlines five criteria that influence worker effectiveness. They are: 
efficiency, adaptability, integration, satisfaction, and achievement. Also included 
is a peer-evaluation test in which these criteria are used for assessing workers. 

S/1 
8-194 
Jude T. , 
agg ol ratings for police supervisors. Police chief, April 1974, pp. 51-53. 

Outlines objectives and methods of rating employee performance as well as common 

errors. 


PERSONNEL ADMINISTRATION 
8-195 


Frantzreb, Richard B,, Linda L. T. Landau, and Donald P. Lundberg. 
The valuation of human resources. 
pp. 73-80. 

Examines two issues in human resource accounting (HRA): 
information, and selecting a valuation model. 





Business horizons, vol. 17, no. 3, June 1974, 


the usefulness of HRA | 


Reports on a model used to determine the 
caliber of personnel lost in turnover at the Bank of America. 


The model was evaluated through the use of an Adjusted Turnover Ratio. 


8-196 1c203 -M38A6r 
Massachusetts League of Cities and Towns. 
Report on municipal personnel systems in Massachusetts. Prepared by T. J. Hourihan 
Associates, Inc. Boston, 1974. 78 pp. 

The report is intended to provide Massachusetts cities and towns with information 
to help them assess the effectiveness of their personnel management and to plan for 
strengthening it. Among the report's recommendations is that a full time personnel 
director be hired in any city or town with a population of 25,000 OF more. 

Sponsored by Commonwealth of Massachusetts, Bureau of Personnel and the U.S. Civil 
Service Commission under an Intergovernmental Personnel Act grant. 











PERSONNEL ADMINISTRATION 


(Cont'd) 





8-197 

Rosenbloom, David H. 
Public personnel administration and politics: toward a new public personnel admini- 
stration. Midwest review of public administration, vol. 7, no. 2, April 1973, 
pp. 98-110. 

The current status of public personnel administration is considered. Author 
submits that commitment to the "merit system" and the failure to understand that 
system hamper effectiveness. He recommends that public personnel administration 
develop more "self-awareness and methodological sophistication," and that it adopt 
a more analytical perspective of political relationships and political behavior. He 
also recommends a new approach to labor relations in the public sector. 


S/I 


PERSONNEL DEPARTMENTS 
8-198 
ASPA-BNA survey no. 23; planning and budgeting the personnel program. 
Bulletin to management (Bureau of National Affairs), no. 1269 part 2, June 6, 1974, 
pp. 1-8. 
Findings of a survey of American Society for Personnel Administration members in 
all parts of the country. This Bureau of National Association survey covers costs of 
personnel programs in 1973, projected budgets for 1974, the allocation of costs between 
personnel and other departments, personnel staff ratios, and the authority of the 
personnel department. Highlights: median cost per employee of the personnel program 
in 1973 was $182.00 with the projected median cost per employee for 1974 as $207.00; 
total personnel staff ratios ranged from .15 to 4.76 with a median of .89. 


PLACEMENT 


8-199 
Toombs, William. 
A statewide study of placement. Journal of college placement, vol. 34, no. 2, 
December 1973-January 1974, pp. 46-50. 
Reports on a study of the labor force placement of 1972 college graduates in 
Pennsylvania. Tries to determine how education relates to jobs and the role of 
placement officers in aiding students in finding jobs. 


8-200 

Yeager, Joseph C. and John E, McMahon. 
Adult career planning: a needed solution. Journal of college placement, vol. 34, 
no. 3, Spring 1974, pp. 36-42. 

Authors see the need for some career planning services besides higher education 
career planning and commercial “executive guidance" services. They criticize the 
"job matching" model and advocate @ career planning and placement office (CPP) that 
can prevent career-crisis through a program offering: (1) affective/cognitive infor- 
mation about oneself, and (2) information about one's career context. 








POLITICAL ACTIVITY 





8-201 S/I 
Gilbert, James T. 
Hope for the functionally politically impotent government employee--a Hatch Act 
reappraisal. Kentucky law journal, vol. 61, no. 4, 1972-73, pp. 1019-1033. 
Author considered the decision in National Association of Letter Carriers, AFL-CIO 
v. United States Civil Service Commission noteworthy because "first, it is the only 
time that a federal court had declared the Hatch Act unconstitutional. Second, and 
perhaps more improtant, it represents a radical departure from the traditional federal 
analytical viewpoint of this type of case." 



































POLITICAL ACTIVITY (Cont! 





d) 

8-202 s/c 

Hatch Act--Time for re-evaluation? United States Civil Service Commission v. National 
Association of Letter Carriers. University of Richmond law review, vol. 8 
Winter 1974, pp. 303-310. 








» BO. Z, 


" ; 
Although the circumstances surrounding the introduction of the Hatch Act may have 


justified its original enactment, it is questionable whether the policy reason for 
having such a law still exists today...." 


8-203 
Political freedom for Federal employees. 
University of Illinois law forum, vol. 1973. no. 1, pp. 192-203. 


Discussion of the Hatch Act in light of the National Association of Letter 
Carriers v. United States Civil Service Commission case, 


S/C 








POSITION CLASSI1FICAT LON 


8-204 Te29 -Un455se 
U.S. Department of the Air Force. 


Sensitivity of group job descriptions to possible inaccuracies in individual job 
descriptions. Prepared by James B. Carpenter, Occupational Research Division, Air 
Force Human Resources Laboratory. Lackland Air Force Base, Texas, 1974. 7 pp. 
(AFHRL-TR-74-6) 

“This study was designed to determine the relative impact of dichotomized task 
performance data compared to percent time-spent estimates for those members perfom- 
ing each task on the group job descriptions determined through application of the 
Comprehensive set of Occupational Data Analysis Programs (CODAP). Using groups 
identified by a routine application of the CODAP system, the percent members per- 
forming vector was found to correlate in the mid to high 90's with the percent 
time spent by total group vector or group job description. These findings suggest that 
in groups of five or more individuals, dichotomized task performance data, which 
has previously been shown to have high reliability and validity, is the most critical 
component in the resultant group job description." 


POSITION MANAGEMENT 
8-205 
Ingraham, Albert P, and Carl F. Lutz. a 
Managing positions--the key to effective organization, compensation, and productivity. 
Human resource management, vol. 13, no. 2, Summer 1974, pp. 12-21. 
The authors review theories that tie personnel decisions to qualifications of 
the individual rather than to positions and then explain and support the position con- 





cept. They outline basic roles in position design and management and new techniques 
for improving the overall concept in practice. 


PRODUCTIVITY 


8-206 
Kriegsmann, John K, and David R. Hardin. 
Does divorce hamper job performance? Personnel administrator, vol. 19, no. 2, 
March-April 1974, pp. 26-29. 
Discusses the impact of divorce on job performance among three groups of divorced \ 
men: professional, white collar, and blue collar. Examines the periods of pre-divorce 
discord, actual legal period prescribed to obtain decree, and the year following the 
decree. Counseling ideas listed were suggested by the survey group itself. 





8-207 
Owens, James. 
You can lift morale--and productivity. Supervisory management, vol. 19, no. 7, 
July 1974, pp. 30-38. 
Discusses the Hawthorne experiments, Maslow's hierarchy of human needs, and 
McGregor's Theory Y. Outlines typical motivation and morale problems and specific 
ways for the supervisor to build motivation and morale in his employees. 
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PRODUCTIVITY (Cont'd) 
8-208 S/1 
Silverman, Eli B. 
Productivity in government: a note of caution. Midwest review of public 
administration, vol. 7, no. 3, July 1973, pp. 143-153. 

Presents a "selected overview" of the values the author relates to productivity. 
Discusses obstacles to making productivity operational in government today. Suggests 
broadening the concept of productivity to reflect a value system labeled CERT (Com- 
prehensiveness, Efficiency, Rationality, Technology) ‘by the author. 


8-209 1d214 -Un17£ 
U.S. Bureau of Labor Statistics. 


Federal productivity measurement project; agency instruction package for submission 
of productivity data. Prepared by Office of Productivity and Technology. Washington, 
1974? 31 pp. 

Outlines reporting procedures and criteria for judging the appropriateness of 
output indicators. Recommends the establishment of a permanent system to collect and 
analyze productivity data for the Federal sector. 


8-210 


1d214 -Un7la 1973 
U.S. National Commission on Productivity. 


---Annual report, 1973. Washington, 1974, 65 pp. 
PROMOTION 
8-211 s/t 
Morgan, Terry. ‘ 
A study of career paths in an organisation. Training research bulletin, (Gt. Brit.), 


vol. 5, no. 2, 19747 pp. 35-39. 

Accurate information about job progression is important to both the employer and 
employees but, according to the author, organizational norms of progression often 
appear to limit the options open to the individual. He illustrates one way of ine 
vestigating, quantifying, and charting career paths. 


PUBLIC ADMINISTRATION 





8-212 M-Film 

El-Hasan, Ribhi M. 
Knowledge in social science and public administration: toward a research model. 
Ann Arbor, Mich., University Microfilms, 1973. 477 pp. 

"The research model suggested for Public Administration in the study puts heavy 
emphasis on contextuality of orientation, relevance of issues investigated for 
understanding public administration and for guiding its practices, interdisciplinary 
cooperation in studying multidimensional administrative phenomena, visibility of the 
assumptions and limitations of the inquiry, usability of research results, and 
multipilicity of data gathering tools for the purpose of cross-validation of research 
findings." 

Doctoral dissertation, University of Southern California, 1973. Abstracted in 
Dissertation Abstracts International, vol. 34, no. 7, January 1974, p. 4376<A. 











8-213 

Engelbert, Ernest A. 
The professional competencies of public managers. ASPA news & views (American 
Society for Public Administration), vol. 24, no. 7, July 1974, pp. 7-10. 
_ Summary of the i i i Degree Programs 
in Public Affairs/Public Administration put out by the National Association of 
Schools of Public Affairs and Administration (NASPAA), 

fessional competencies. 





Outlines a matrix of pro- 





8-2 
Hil 


Mu! 











PUBLIC ADMINISTRATION (Cont'd) 


8-214 Tall -H55e 

Hills, William G. and others, eds. 
Conducting the people's business; the framework and functions of public administration. 
Norman, University of Oklahoma Press, 1973. 491 pp. 

Although oriented toward practicing administrators, this book would also be usetul 
for graduate and undergraduate students. Selections cover: general public administra- 
tion, organizing, developing and directing human resources; control in organizations; 
and unions in government. 

8-215 HV7935 -M92a 
Munro, Jim L. 
Administrative behavior and police organization. 


1974. 202 pp. 
A practical guide designed for practicing administrators and college students, this 


book concentrates on the police function as a segment of the criminal justice system and 
a specialized part of general administration. Sections on motivation, training and 
supervision are included. 
8-216 1e412 -N2lpu 1974 
National Association of Schools of Public Affairs and Administration. 
Graduate school programs in public affairs and public administration, 1974; a survey 
report of the member institutions of the National Association of Schools of Public 
Affairs and Administration, Washington, 1974. 174 pp. 


Cincinnati, Ohio, W. H. Anderson, 


8-217 TK1425 -Ow2t 
Owen, Marguerite. 
The Tennessee Valley Authority. New York, Praeger, 1973. 275 pp. (Praeger 
library of U.S. government departments and agencies) 
Background on the creation of the Tennessee Valley Authority. Describes the 
activities and responsibilities of the agency and summarizes its accomplishments. 
Appendix A lists TVA career opportunities. 


8-218 1d98 -P87d 
Powers, Stanley P., F. Gerald Brown and David S. Arnold., eds. 
Developing the municipal organization. Washington, International City Management 
Association, 1974, 318 pp. (Municipal management series) 
New concerns for municipal managers covered in this edition include: 
mental relations, citizen participation, affirmative action, the environment, labor 
relations, ;growth control, regional government, and new management techniques. 


Published for the Institute for Training in Municipal Administration. 


intergovern- 


RECREATION 
8-219 
Conrad, Arthur L, i 
Industrial recreation comes of age. Personnel administrator, vol. 19, no. 2, 
March-April 1974, pp. 51-55. 
Traces the development of industrial recreation and current practices. Outlines 
the reasons American industry backs such programs. 


RECRUI IMENT 


8-220 S/I 
Tafoya, William L, 
Lateral entry: a management perspective. Police chief, April 1974, pp. 60-62. 
Defines lateral entry and examines how this management practice is used and 
accepted in California law enforcement agencies. Data based on a 1972 statewide 
survey. 
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RECRUITMENT (Cont'd) 


8-221 
Varney, Glenn H. and James L. Galloway. 
The changing character of college recruiting. Journal of college placement, vol. 34 


no. 2, December 1973-January 1974, pp. 53-57. 
Report on a study of college recruiting. Some conclusions are that college 
recruiting is a "moderately effective system" of attracting young talent, and that 

recruiters and placement officers need to develop greater understanding of each 
other's roles and methods to effectively help the 


ployment college graduate in locating em- 
ent, 


RELOCATION 


8-222 
Burke, Ronald J. 
Personnel job transfers: some data and recommendations. Studies in personnel 


psychology (Canada), vol. 6, no. 1, Spring 1974, pp. 35-46. 
Examines the effects of job transfers on 39 engineers and their wives. Transfers 


were generally felt to be disruptive, and the nature of the transfer was frequently 
not made clear to the engineer. 


8-223 
Persuading executives that a transfer pays. Business week, no. 2337, June 29, 1974, 
p. 28. 
Reports that corporate transfers are on the rise again and companies are easing 
the burden of relocation with added inducements. Some of these are: paying the 
mortgage interest rate differential, paying closing costs incurred not only in selling 
the old house but also in buying the new one, assuming tax liabilities of payments 


for the move, and guaranteeing the sale of the old home through the use of third-party 
buyers. 


RETIREMENT 

8-224 

Bernstein, Merton C, 
Forecast of women's retirement income: cloudy and colder; 25 percent chance of 
poverty. Industrial gerontology, vol. 1, no. 2, Spring 1974, pp. 1-13. 

Discusses the inadequacies of Social Security and pension plans in meeting the 

needs of women who subsist on retirement incomes, Makes some recommendations on 
how these inadequacies might be remedied. 


8-225 
Chessie suit may affect many early retirement pension plans. Industry week, vol. 182, 
no. 1, July 1, 1974, pp. 12-13. 
Discusses the age discrimination suit filed by the U.S. Department of Labor against 


Chessie System Inc. "Conceivably, the outcome could set a precedent which, in effect, 
would prohibit almost all pension plan clauses which require retirement before age 
65." 
8-226 
Kirkpatrick, Elizabeth K. 
The retirement test: an international study. Social security bulletin, vol. 37, no. 7, 


July 1974, pp. 3-16. 
"This study was undertaken to provide information on how foreign countries handle 
the question of concurrent receipt of earnings and a retirement benefit." A survey of 

more than 100 countries found that over 80% have retirement test provisions in their 
social security systems. Some of the older systems often have no earnings limitations 
for old-age pensioners and actually encourage the worker to withdraw from the Labor 
force at the earliest possible age. 
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RETIREMENT (Cont'd) 
8-227 


Liu, Yungehuo. 
Retirees and retirement programs in the People's Republic of China. Industrial | 
gerontology, vol. 1, no. 2, Spring 1974, pp. 7281. 
Examines the government retirement program of the People's Republic of China 
with its "five guarantees": food, clothing, shelter, medical care, and survival. 
Observations were made at an urban and an agricultural commune. 


6-228 le713 -M92p 1973 
Municipal Finance Officers Association of the United States and Canada. 
--+Retirement proceedings; papers presented at the 67th annual MFOA Conference on 
Public Finance, Kansas City, June 3-7, 1973. Chicago, 1974. 61 pp. 
Presentations include: Public retirement system administration, by J.R. Coates; 
Comments On the administrator's view by M. Lewis Thompson; Social Security and the 
goals of retirement systems, by Thomas P. Bleakney. 


8-229 S/I 
"Salaried only" retirement plans. Trusts & estates, vol. 112, no. 10, October 1973, 
pp. 722-725. 

Attempts to explain the "salaried only" retirement plan. Author says there is no 
definite answer as "the Internal Revenue Service has given no objective guidelines in 
this area." Outlines four tests which are applied or can be applied by the IRS to 
determine if a plan will discriminate in favor of one group. 


8-230 
3 Ie717. = .Un17d 1973 
U.S. Bureau of Labor Statistics. 
Digest of selected pension plans. Washington, U.S. Govt. Print. Off., 1973. 
359 pp. 
Shows only benefits listed under pension plans. Benefits provided under 
other programs, such as death benefits and long-term disability, are not described. 


8-231 Te711 ~Un27£ 1972-73 
U.S. Bureau of the Census. 
Finances of employee-retirement systems of state and local governments in 1972-73. 
Washington, 1974. 21 pp. 
Charts showing how employee retirement systems are financed by state and local 
governments. 


8-232 
Xerox profit-sharing plan offiers four investment options to all participants. Emp Loyee 
benefit plan review, no. 12, June 1974, pp. 50-51. 
Explains the profit-sharing retirement plan of Xerox Corporation, and how the 
participants receive the amounts held in optional accounts. 


RETIREMENT- - PLANNING ) 
8-233 M-Film } 
Cokinda, Robert M, 
An identification of differences between participating and non-participating 
automobile workers in a preretirement education program. Ann Arbor, Mich., 
University Microfilms, 1973. 316 pp. , 

Survey of auto workers who participated in voluntary company-sponsored 
preretirement education programs and workers who did not participate. "Findings 
revealed that there are many differential personal characteristics, situational 
factors, and attitudes among active company employees eligible for retirement, and 
these differences motivate them toward participation or nonparticipation in prere- 
tirement education programs. These variables therefore have utility as a basis 
for suggesting possible modifications in present preretirement education programs." 

Doctoral dissertation, Wayne State University, 1972. Abstracted in Dissertation 
Abstracts Inter ational, vol. 33, no. 11, May 1973, pp. 6151-A-6152-A. 
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RETIREMENT--PLANNING (cnn- te) 





8-234 Ie717.5 -In7y 
Institute of Life Insurance. 


Your retirement; a discussion of your financial resources and how your might use them. 
New York, n.d. 20 pp. 


Presents basic principles of money management and retirement planning and illustrates 
them with case histories. 
8-235 
White, Glenn, 
They practice what he preached. Dynamic maturity, vol. 9, no. 4, July 1974, 
pp. 5-8. 
A case is made for retirement planning and early retirement in an interview with 
Carl Barnes, former director of personnel for the U.S. Department of Agriculture, who 
took his own advice and retired at 55. 


SAFETY 


8-236 
Carnahan, George R, 
Using safety committees effectively. Personnel administrator, vol. 19, no. 2, 
March-April 1974, pp. 46-49. 
The composition of a safety committee is critical to its effectiveness. Author 
Suggests committee components and its reporting structure. 


8-237 
Even, John T. 
Why a safety engineer? Personnel administrator, vol. 19, no. 2, March-April 1974, 
pp. 34-37. 
Discusses the administrative role of a safety engineer. Reports on a study which 
showed hidden costs of accidents, and discusses preventive measures for which a 
safety engineer should have responsibility. 


8-238 
Jacobson, Walter 0. 


Compliance with the Occupational Safety and Health Act; state programs for state 
and local agencies in the United States. Chicago, International Personnel Management 
Association, 1974, 58 pp. (Personnel report no. 741) 

Handbook prepared to assist ;Federal and state personnel officers in complying with 
the Occupational Safety and Health Act of 1970. 


8-239 
Lehmann, Phyllis. 
The worker's right to know. Job safety & health, vol. 2, no. 6, June 1974, 
pp. 5-10. 
Reports on several approaches to teaching employees about their rights to safe 
and healthy working environments as set out by the Occupational Safety and Health 
Act of 1970. 


8-240 

Moran, Robert D. 
Are job safety standards understandable? Personnel administrator, vol. 19, no. 2, 
March-April 1974, pp. 22-25. 

The author is the chairman of the Occupational Safety and Health Review Commission. 

He criticizes the vagueness of the standards set up by the Occupational Safety and 
Health Act (OSHA) and feels that "such standards may serve to delay improvements in 

job safety and health conditions...." 
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SAFETY (Cont'd) 


8e241 

Oravec, John R, 
The continuing fight for job safety. American federationist, vol. 81, no. 6, 
June 1974, pp. 1-6. 

Union view of the progress being made on the job safety front. Discusses the 
role of the Occupational Safety and Health Administration (OSHA), the National In- 
stitute of Occupational Safety and Health (NIOSH), and the Occupational Safety and 
Health Review Commission, as the author sees them. 


8-242 
Strasser, Alexander L. 
The foreman: at the job health and safety firing line. Health & safety, vol. 43, 
no. 3, May-June 1974, pp. 25-26. 
In discussing management's responsibility in the area of health and safety the 
author specifically concentrateson the functions of the first-line supervisor in 
implementing safety rules and handling employee illnesses. 


SCIENTISTS AND ENGINEERS 
8-243 Ie172 
American Institute of Physics. 

Enrollments and degrees. New York, 1974. 7 pp. 

Report includes 1972-73 statistics on physics degrees on the bachelor, master and 
doctorate levels; tables indicating degrees received by women and blacks are also 
included. 

At head of title: Physics manpower report. 





.Am3e 1974 


8-244 Ie17? eAm3s 1972-73 
American Institute of Physics. 
Survey of physics bachelor's degree recipients...; summary report. New York, 1974. 


8 pp. 
Tables on salary, geographical distribution and posthaccelaureate plans. 


8-245 
Barnard, J. M. 
Training professional engineers. Journal of European training (Gt. Brit.). vol. 3.° 
no. 1, 1974, pp. 30-38. 
Describes a research project to identify important skills required by professional 
civil engineers. Evaluates effectiveness of existing training methods, with emphasis 
on the design function. 
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SCIENTISTS AND ENGINEERS (cont'd) 








8-246 M-Film 

Connor, Timothy 
Aerospace professionals: an analysis of their unemployment problems and employment 
opportunities. Ann Arbor, Mich., University Microfilms, 1974. 128 pp. 

"This paper first discusses the dimensions of the unemployment problems for 
aerospace professionals and then looks at possible causes and effects of this un- 
employment. The areas to which the existing skills of aerospace professionals might 
be transferred are developed. The analysis, then, is divided into two sections: the 
first looks at those aerospace professionals who have made any skill transfer by 


securing new employment.... The second studies those aerospace professionals who have 


not effectuated any skill transfer--How did these differ from the successfully re- 
employed individuals? What did this mean in economic terms?" 


Doctoral dissertation, Claremont Graduate School, 1973. Abstracted in Dissertation 


Abstracts International, vol. 34, no. 7, January 1974, p. 3643-A 





8-247 

Cripps, Anne M. 
Dual Degree Program: a new dimension for black engineers. Journal of college 
placement, vol. 34, no. 1, October-November 1973, pp. 65-68. 

The Dual Degree Programis a joint program of the Atlanta University Center and 
the Georgia Institute of Technology for black students wishing to study engineering. 
After five years students have a B.S. degree from a black liberal arts college and 
a B.S. in engineering from Georgia Tech. 

The success of this program has led to a similar one in business administration 
between Xavier and Tulane Universites. 


8-24 

hae. Sherman and Gordon Inskeep. 
Job satisfaction and mobility among scientific and engineering personnel. Journal 
of college placement, vol. 34, no. 2, December 1973-January 1974, pp. 58-64. 

"A recent survey of scientific and engineering personnel in the Western states 
reveals a picture of high job satisfaction--surprisingly accompanied by significant 
potential mobility." Analysis also showed the more typical relationship between 
expectation to move and the degree of dissatisfaction with a number of job factors. 


8-249 
U.S. General Accounting Office. 
Reemployment assistance for engineers, scientists, and technicians unemployed because 
of aerospace and defense cutbacks; Department of Labor; report to the Congress by the 
Comptroller General of the United States. Washington, 1973. 38 pp. (Be133182) 
"GAO examined the Department of Labor's program to reemploy engineers, scientists, 
and technicians laid off by the aerospace and defense industries to determine how 
much assistance it provided and whether improvements could be made." 
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(Cont'd) 


8-250 
U.S. Nationai Science Foundation. 
Scientific human resources: profiles and issues. Washington, U.S. Govt. Print. 
O£f., 1972. 34 pp. (NSF 72-304) 
Surveys present employment situation of scientists and engineers in the U.S., and 
projects trends for the immediate and longerange futures. 


Ie172 .Un72s 


SECURLTY PROGRAM 
8-251 
How does your security stack up? 
1974, pp. 20-21. 
Brief discussion of the use of the polygraph by personnel departments for 





Personnel administrator, vol. 19, no. 2, MarcheApril 


pre-employment checks. Also points out factors that make a computer vulnerable to 
theft and lists some rules companies should adopt to fight crime losses as suggested 
in the report of the Bureau of Domestic Commerce of the Commerce Department, The 


Economic Impact of Crimes against Business. 





SELECTION 
8-252 S/I 
Costello, Martin. 


Biographical information: a review of research 
Training research bulletin (Gt. Brit.), vol. 5, 

Examines ways in which application forms and 
more information. Also reviews recent research 


into its collection and use. 

no. 2, 1974? pp. 48-50. 
interviews can be used to collect 

on the use of biographical question- 





naries, 


8-253 
Elsner, David M. 
Job applications are trickier than ever: 
vol. 183, no. 120, June 20, 1974, pp. 1, 19. Ne ' 
Although opinions vary in regard to the validity of handwriting analysis, some 
employers believe handwriting analysis to be as valuable as psychological tests and 
employment references in evaluating job applicants. 


mind your p's and q's. Wall Street journal, 


8-254 
Winters, Glenn R., ed. 
Selected readings; judicial selection and tenure. 
Judicature Society, 1973. 241 pp. 
Overview of the problems involved in selecting and retaining qualified judges. 
Debates the pros and cons of election and appointment. Examines the Non-Partisan 
Court Plan for selecting judges adopted by Missouri in 1940. 


JK1531 -W73s 1973 


Rev. ed. Chicago, American 
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SUPERVISION 


8-255 
Demers, Robert W. 





pp. 3-5. 


Supervisory decisions. 


SUPERVISORS 


8-256 
Hershey, Gerald L. 


p. 25. 


Outlines typical responsibilites. 


8-257 1d32 .V28s 
Van Dersal, William R. 
The successful supervisor in government and business. 3d ed. 


Row, 1974. 206 pp. 


analysis and study of successful and unsuccessful supervisors. Technique 
in motivation, supervision and training are discussed. 


PeTSP RC Fess 





California. State Personnel Board. Selection Consulting Center. 


Sacramento, 1973. 86 pp. 
An investigation of the validity of aptitude tests used to select law 


standards :...." 


One of the most difficult things to do. Supervision, vol. 34, no. 7, July 1974, 


Outlines three steps that can aid managers in making difficult disciplinary or 


Defining the manager-supervisor role. Management world, vol. 3, no. 6, June 1974, 


Emphasizes the need to clearly define the role of the first-line supervisor. 


1974 


New York, Harper & 


Author designed this book for practicing supervisors and based it on his observations, 


s involved 


TESTS 

8-258 S/I 

Burton, Alan. 
Testing candidates for police dispatcher. Police chief, April 1974, pp. 63-65. 

Discusses details of four tests that a police dispatcher should pass: written 

exam, performance test, oral evaluation, and physical exam, 

8-259 1e221 -Cl2v 

California. State Personnel Board. Selection Consulting Center. , 
The validation of entry-level firefighter examinations in the states of California 
and Nevada, by James J. Waibel, William Billingsley and Signe Thorsen. Sacramento, 
1974. 132 pp. 

8-260 1e221 -Cl2va 


The validation of entry-level law enforcement examinations in the states of 
California and Nevada, by Stephen Wollack, John J. Clancy and Stephen Beals. 


enforcement officers in California and Nevada. The Selection Consulting Center 
concluded that "the objective of fair employment will be best served by public 
employers whose merit systems are built upon a sound foundation of job related 
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TESTS (Cont'd) 


8-261 
Henemann, Herbert G., III. 
Age discrimination and employment testing. Industrial gerontology, vol. 1, no. 2, 
Spring 1974, pp. 65-71. 
Author suggests that guidelines be developed which can ensure against age dis- 
crimination in employment testing. Develops a hypothetical test validation case. 


8-262 1e226 -Lo9p 


Iowa State University. Industrial Relations Center. 
The predictive validity of the Kuder Preference Record over a 25 year span, by 
Donald G. Zytowski. Ames, 1974. 13 pp. (Working paper 1974-04) 

"One hundred and two females were located 25 years after they had taken a KPR-B 
/Ruder Preference Record/at an average age of 14 years. Fifty-three percent were 
engaged in occupations consistent with their highest interest scores, although 32% 
were in occupations consistent with their lowest scores. Those in consistent occu- 
pations reported significantly greater job satisfaction, but no difference in self- 
assessed performance." 


8-263 le221.9 -P38p 
Pennsylvania. Civil Service Commission. 
Past research studies and projects; an annotated bibliography. Prepared by Bureau of 
Examinations. Harrisburg, 1974. 16 pp. 
Annotated bibliography of research on tests and testing procedures. 


8-264 1e212 -P38t 
Pennsylvania. Civil Service Commission, 
Test administration survey report. Prepared by Chalo Moreano, Division of Research 
and Special Projects, Bureau of Examinations. n.p., 1974. 77 pp. 
Survey collected information in the following areas: Examination notices; 
Physical facilities; Test instructions; Timing of tests; Test materials; Test security 
and test proctors. 


8-265 1e226 -Un455d 


U.S. Department of the Air Force. 
Development and validity of a vocational and occupational interest inventory. Prepared 


by Gary J. Echternacht and others. Lackland Air Force Base, Texas, Air Force Human 
Resources Laboratory, Personnel Research Division, 1973. 78 pp. (AFHRL-TR-73-38) i 
"This interest inventory was designed to measure the vocational interests of enlisted 
men entering the Air Force. Items forming the inventory were primarily generated by 
examining job analyses in relation to the airman classification structure. The purpose 
of this effort was to develop and validate a prototype of an interest inventory that 
could be used by recruiters with the Guaranteed Enlistment Program. Both a priori and 
occupational scales were developed based on responses obtained by mail inventory 
administration of airmen who indicated satisfaction with their career fields." 
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TESTS (Cont'd) 


3-266 Te221 -Un455v 

U.S. Department of the Air Force. 
Validation of a battery of performance tests for prediction of aerospace ground 
equipment course grades. Prepared by William A. McLaurin. Lackland Air Force Base, 
Texas, Air Force Human Resources Laboratory. 
(AFHRL-TR-73-20) 

"A battery of nine performance tests (Performance Assessment System, PAS) was 
administered to 204 airmen trainees enrolled in an Aerospace Ground Equipment Repair- 
man (AGE) course at Chanute Air Force Base. ATC. 

"The objectives of the research program were to determine the validity of the PAS 
tests for criterion course grades; to determine the increase in validities for the 
course grades by combining the PAS scores with the AQE Electronic AI and to determine 
the validity of the PAS tests for the course grades of'low-appitude' airmen. 

“Analyses of the data indicated that the PAS tests made a Significant contribution 


to the Electronics AI in predicting course grades, and, for most course grades, the PAS 
tests were equal in validity to the Selector Index." 


8=267 S/C : 
Wolfe, Jack M. 
Women are more predictable than men. 
pp. 67-68, 70. 
Findings show the quality of performance of woman on aptitude tests was closer 
to the quality of their subsequent performance than was the case for men. 


Datamation, vol. 20, no. 2, February 1974, 


TRAINING 

8-268 

Cooper, Lloyd G, 
Human resource development: an emerging profession. 
journal, vol. 28, no. 5, May 1974, pp. 21-23. 


Outlines the steps involved in attaining recognition of human resource develope 
ment as a profession. 


Training and development 


8-269 
The hot job market for paralegal aides. Business week, no. 2337, June 29, 1974, 
np, RAeRO, 


Reports on the demand for paralegal aides and the training programs that have 
sprung up to develop them. 


8-270 
Januszewski, Chester S. ; a 
A time capsulee-industrial training 1974. Training and development journal, vol. <6, 
no. 6, June 1974, pp. 1214. : 
An imaginary letter from trainers in 1974 to trainers in 2024 describes current 
attitudes and techniques and speculates on the future. 


8-271 
Taplett, Lloyd. 
All-American Transport's quarter million training program. Administrative management, 


vol. 35, no. 7, July 1974, pp. 20-23. 

The core of the training program is management by objectives which was taught to 
managers and supervisors in workshops beginning in 1970. Now, much of the program's 
success is due to the fact that these individuals conduct the training for the rest 
of the company. 


Personnel Research Division, 1973. 19 pp. 
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TRALNING- - ADMINISTRATION 





8-272 
Lewis, John E, 
Are - causing an employee energy crisis? Supervision, vol. 34, no. 7, July 1974 | 
pp. 6-7. ; ; 
Tips on determining training needs and then designing training courses that 
stimulate rather than bore employees. 


8-273 

Nadler, Leonard. 
Implications of the HRD concept: broadening the scope of training and development. 
Training and development journal, vol. 28, no. 5, May 1974, pp. 3-5, 7-10, 12-13. 

Considers the three different kinds of learning experiences within the Human Re- 

source Development (HRD) function: job, individual, and organization. Discusses 
basic concepts of HRD and where the responsibility for HRD lies in the organization. 
Shows how the HRD concept can be used to diagnose the organization's HRD posture. 


8-274 1e418.3 -T72m 


Trexler, Robert C. and Patrick J. Butler. 
Methods for identifying on-the-job training content when surrogate jobs are used for 
training. Alexandria, Va., Human Resources Research Organization, 1973. 156 pp. 
(HumRRO technical report 73-22) 
Describes a method for on-the-job training where a substitute organization must 
serve as the training base. Method involves determining the tasks required by the 
jobs that the individuals will do in the target organization and determining which job 
positions in the training organization have the same tasks, Three models were developed. 
Prepared for U.S. Department of the Army, Office of the Chief of Research and 


Development. 


TRATNING- - EVALUATION 





8-275 
Ashton, David and Brian Gibbon. 
Evaluating a training programme in the probation service. Journal of European 


training (Gt. Brit.), vol. 3, no. 1, 1974, pp. 62-75. 

Evaluates an experimental training program run by a university business school 
for the top management staff of a probation department in England. The authors 
",..found that the information provided by the evaluation function was of benefit--it 
improved the training programme while it was being run, and helped to assess the 
value of the training afterwards." 


8-276 \ 
Joris, Lawrence F. M-Film 
An evaluation of a United States Soil Conservation Service "in-service" training 
center. Ann Arbor, Mich., University Microfilms, 1974. 156 pp. 
Study to determine the effectiveness of the Midwest Training Center of the U.S. 
Soil Conservation Service. Responses from 463 trainees indicate general satisfaction 
with their training and that courses studied were relevant to their jobs. 
Doctoral dissertation, University of Nebraska, 1973. Abstracted in Dissertation 


Abstracts International, vol. 34, no. 7, January 1974, p. 3814-A. 
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TRAINING--EVALUATLON (Cont'd) 
8-277 

1e418.9 -Un44 
U.S. Department of Labor. 7 


Program and training evaluation; selected references. Prepared by the Library. 
Washington, 1973. 16 pp. 


Bibliography on cost-benefit studies, evaluation of training, and program evatuation. 


TRAINING--METHODS 





8-278 S/C 

Folley, Vern L. 
College based police training. Law and order, vol. 22, no. 3, March 1974, pp. 32-38. 

Author advocates establishment of cooperative regional training centers by local 

government units. Sees community colleges as having potential for providing 
recruit and in-service training programs ",,, so that virtually all local police de- 
partments could participate without requiring men to travel excessive distances or 
to reside at a training facility in order to obtain training." 


TRANSPORTATION, EMPLOYEE 





8-279 TL152 Un496n no 
. e § 
i Federal Highway Administration. 


Home-to-work trips and travel. Washington, 1973. 104 pp. (Nationwide personal 
transportation study, no. 8) 

Partial contents: Workers and their home-to-work travel; Characteristics of 
modes of transportation; Characteristics of automobile transportation, 


VETERANS 


8-280 1e508 -N21d 1974 
National Alliance of Businessmen. 
A digest of veteran-related programs for jobs, training and education. Washington, 
1974. 36 pp. 
Guide to basic information on jobs, training, and educational opportunities available 
to veterans. 


8-281 Te508 .V64v 
Veterans for Action. 
Veterans in New Mexico. Sante Fe, N. Mex., 1972? 30 pp. (IPA grant 72-NM-02) 


Findings of a survey to determine services or benefits available to veterans 
in New Mexico. 


WOMEN - - EMPLOYMENT 

8-282 S/I 

Bird, Roger A. 
Title VII and the pregnant employee. Notre Dame lawyer, vol. 49, no. 3, February 
1974, pp. 568-578. 

"The purpose of this note is to explore the meaning of ‘bona fide occupational 

qualification’ (BFOQ) as applied to pregnant employees and discuss the interpretations 
given to this qualification by the courts and administrative agencies. This note 


will also discuss protection against employment discrimination afforded by Title VII 
and by the fourteenth amendment." 
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WOMEN- - EMPLOYMENT (Cont'd) 

8-283 S/I 

Blai, Boris, Jr. 
Job satisfaction and work values for women. Journal of the National Association for 
Women Deans, Administrators, and Counselors, vol. 37, no. 4, Summer 1974, pp. 151-157. 

Reports on a study investigating the psychological needs of working women. The 

women tested ranked achievement, social satisfaction, and an interesting activity ahead 
of independence, money, and recognition as reasons for working. 


8-284 
Englund, Shirley. 
Secretaries are alive, well and working. The Secretary, vol. 34, no. 6, JuneeJuly 
1974, pp. 14815. 
Reports on a survey of 138 readers of The Secretary on salaries, number of children, 
union membership, the effect of word processing centers on their work, etc. 


8-285 s/t 

Garson, Barbara. 
Women's work. Working papers for a new society, vol. 1, no. 3, Fall 1973, 
pp. 5-14. 

Contrasts three working environments in which women comprise the workforce. 

Two are productioneminded and rather authoritarian, the third is goal-oriented 
and allows the worker to set the pace as long as the work gets done. Discusses 
job satisfaction and the kinds of loyalty that are inspired by employers. 


8-286 S/I 
Griffiths, Martha W. 
Sex discrimination in income security programs. Notre Dame lawyer, vol. 49, no. 3, 
February 1974, pp. 534-543. 
Considers the inequities based on sex of Social Security, unemployment insurance, 
and welfare systems. 


8-287 
Hardesty, Clay. 
From boredom to board room. The Secretary, vol. 34, no. 6, June-July 1974, pp. 20, 22. 
“A primer on equal opportunity for women in business." 
8-288 1e154 lo9 Ls 
Iowa State University. Industrial Relations Center. 
Labor turnover and sex discrimination, by J. Peter Mattila. n.p., 1974. 


25 pp. (Working paper 1974-01) 

"This study examines male and female quit data and draws two primary 
conclusions. First, women are less likely than men to quit tor job related 
reasons although women do quit more often because of household responsibilities. 
It is not necessarily true that total female quit rates exceed male rates. Second, 
female quit rates are their lowest relative to male rates during periods of low 
unemployment which suggests the importance of maintaining full employment to 
combat discrimination." 
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WOMEN--EMPLOYMENT (Cont'd) 
8-289 
It's high time. National business woman, vol. 55, no. 6, June 1974, pp. 12-14. 

Reports on the birth and growth of Stewardesses for Women's Rights (SFWR) and 
their quest for making stewardesses' jobs safer, healthier and an entry to airline 
management. 


8-290 
Johnson, Aleen M, 
The professional woman in GAO, GAO review, Winter 1974, pp. 12-16 
Records the impressions of a female management auditor working for the U.S. 


ae Accounting Office, and her concerns in working with a predominantly male 
staff. 


8-291 
Kruse, Thomas M, 
Young women in business: the search for identity. Supervision, vol. 34, no. 7, 


July 1974, pp. 11-12. 
Author believes "the essense of what talented young women can bring to business 


is a focus on the rigidifying influences at hand." Calls for business to make use 
of their fresh perspective on stale problems and procedures. 


8-292 

Masters, Robert J., II. 
Management training for women; a university business office program. Training and 
development journal, vol. 28, no. 6, June 1974, p. 29. 
Brief report on the Management Training Program (MTP) at Purdue University which 
is designed to give men and women with BA's in pysiness equal employment opportunities 
in a college or university business office. 


8-293 
Metheny, Eleanor. 
Unisex pensions: a progress report. National business woman, vol. 55, no. 6, 


June 1974, pp. 10-11, 15. 

An earlier article in this journal presented the arguments against 
"declassification" of employee benefit plans. This article Presents the 
other side of the question, noting particularly the EEOC case against the 
Teachers Insurance and Annuity Association and College Retirement Equities 
Fund (TIAA-CREF). 


8-294 
Moser, Collette H, 


Mature women--the new labor force. Industrial gerontology, vol. 1, no. 2, Spring 1974, 


pp. 14-25. 

Outlines major changes in the labor force since World War II that relate to mature 
women, Discusses problems of reentry, age and education. Points out that because 
women continue to enter "traditional" jobs which tend to separate them from the male 
workforce, the earnings gap between men and women will continue to grow. 
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WOMEN- - EMPLOYMENT (Cont'd) 





8-295 
Recent developments in equal employment opportunity. Sloan management review, vol. 5, 
no. 3, Spring 1974, pp. 39-57- 

Partial contents: Towards more useful modes of research on discrimination in eme 
ployment and pay, by Barbara R. Bergmann; Psychological dimensions of minorities’ 
work force participation, by Patricia Gurin; Psychological dimensions of women's 
work force participation, by Judith L. Laws; New York City police: studies of 
selection procedure and background, by Bernard Cohen. 


8-296 
Robey, Marie. 
Six Federal women win top award. Civil Service journal, vol. 14, no. 4, April-June 
1974, pp. 32-36. 
Brief biographies on the recipients of the 1974 Federal Woman's Award. 


8-297 

Rosenthal, Glenn. 
Move over, Jack--here comes Jill. Journal of college placement, vol. 34, no. 3, 
Spring 1974, pp. 58-62. 

Examines some social reasons for discrimination against women in employment, and 
notes some social changes in their favor as well. Reports some areas open to women 
without advanced degrees. Greatest employment demand is reported to be for women with 
academic business backgrounds. 


8-298 1d203 -Un665m No. 33 
U.S. Manpower Administration. 
Women in apprenticeship--why not?, by Norma Briggs. Washington, U.S. Govt. Print. Off., 
1974. 34 pp. (Manpower research monograph no. 33) 
Focuses on the increased number of women in apprenticeships and on the extended 
range of occupations for which women might apply. Examines barriers to the movement of 
women into apprenticeships created by employers, unions, government agencies, educational 
institutions, and women themselves. 


8-299 1al54 -Un9852 1974 
U.S. Women's Bureau. 
Status of state hours laws for women since passage of Title VII of the Civil 
Rights Act of 1964. Washington, 1974, 6 pp. 


YOUTH 
8-300 
A bleak summer for teen-age hiring. Business week, no. 2337, June 29, 1974, p. 27. 
Lists factors which contribute to high unemployment figures for teenagers in 
Summer 1974. Decline in Federal funding is listed as one of the reasons. 
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